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Abstract
The purpose of our st udy was t o i nvest i gat e t he rel a t i onshi ps bet ween Le ade r -
Mem ber Ex chan ge  ( LM X), m ore sp eci fi c al l y i t s  soci al  (S LMX) and e c onom i c
(E LM X) di m ensi on s , an d A ffe ct i ve S upervi sor C om m i t m ent  (AS C ) as we l l  as t he
degree t o whi ch S upe rv i sor's Or gani z at i onal  Em bodi m ent  (S OE ) wi l l  m oderat e
t hi s rel at i onshi p. The empi ri cal  resea rch was base d on dat a from  208 respondent s,
either alumni of BI Norwegian Business School or employees of Oslo’s TNS
Gal l up branch. W e em pl o yed a cross - l a gged desi gn b y i ncl udi n g a t i m e l a g of 14
da ys b et w een m e asuri n g i ndependent  and depen dent  vari abl es. As ex pec t ed, t he
resul t s of our st ud y sh ow a posi t i ve rel at i ons hi p bet ween S LMX an d AS C .
C ont rar y t o our ex pect at i ons, we di d not obtai n em pi ri cal  support  for our
h ypot hesi s re gardi n g t he ne gat i ve r el at i onshi p bet ween E LMX an d AS C .
Furt herm o re, S OE doe s not  st at i st i cal l y si gn i fi cant l y m ode rat e t hes e t wo
rel at i onshi ps. The pos si bl e reasons for t hes e resul t s as wel l  as t he i m pl i cat ions for
pract i ce and fut ur e res ear ch are di s cussed.
Ke ywords:  S oci al  Le ade r - M em ber Ex chan ge, Econom i c Le ader - Mem ber
Ex change, A ffe ct i ve S upervi sor C om m i t m ent , S upervi sor ’s Or gani z at i on al
Em bodi m ent .
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1. Introduction
R esearch h as est abl i she d a posi t i ve l i nk bet we en Lead er - M em ber Ex chan ge
( LM X) rel at i onshi ps and A ffe ct i ve Or gani z at i ona l  C om m i tm ent  (AOC ) ( W a yne,
C o yl e - S hapi ro, Ei senb er ge r, Li d en, R ousseau, an d S hore 2009;  Ei senber ger et  al .
2010). C on si deri ng t he  l eader - subordi nat e rel a t i o nshi p, as concept ual i z ed b y
LMX t heo r y, and i t s i nfl uences i n an or gan i z at i onal  cont ex t , seem s o nl y
consequent  due  t o t he c r uci al  rol e t hat  i s assi gn e d t o l eaders. Inde ed, s up ervi sors
are not  onl y i ndi vi dual s t hat  gui de t h ei r em pl o yees , but al so t he m ost  p rox i m al
repres ent at i ves of an o rgani z at i on. Ei senber ge r , S t i ngl ham ber, V anden ber ghe,
S ucharski , and R hoades (2002) , for i nst ance, i den t i fi ed t he supervi sor as t he m ost
cri t i cal  a gent  of t he o r ga ni z at i on. Affect i ve com m i t m ent , on t he ot her hand, has
been determined as a vital element for organizations’ continued success. It refers
t o t he posit i ve em ot i onal at t achm en t and thus, “desire” to stay and help the t ar get
of t he com m i t m ent  ( Al l en and  Me ye r 1990 ; Mo wda y, P ort er,  and  S t eers  1982 ).
Employees’ affective co m m i t m ent has been associ at ed wi t h benefi ci al  out com es
rel evant  for eff ect i venes s and superi o r per form a nce , su ch  as knowl ed ge creat i on
and shari n g, a ccept ance  of chan ge, and or gan i z at i onal  ci t iz enshi p behavi our
(OC B) ( Iverson and But t i gi e g 1999;  Me ye r, S t anl e y, He rscovi t c h, and
Topol n yt sk y 2002 ) . He nce, a t horou gh  underst andi ng of sou rces,  dri v ers, and
t arget s of a ffe ct i ve com m i t m ent  are o f gr eat  v a l ue t o or gani z at i ons i n order t o
fost er and ben efi t  from  s uch com m i t m ent .
The LMX - AOC r el at i onshi p, however,  i s not al wa ys a  st rai ght  fo rwa rd  one. In
t hei r m et a - anal ysi s Gers t ner and Da y (1997 ) fou nd unex pl ai ned vari at i on i n t he
st rengt h o f t hi s rel at i onshi p. P ossi bl e ex pl anat i ons rel at e t o t he rol e t hat  t he
supervi sor assum es.  Ei senber ge r et  al . (2010 ) s uggest  t h at  em pl o yees  a ssoci at e
t hei r supervi sors as m ore or l ess i n al i gnm ent  wi t h t he organi z at i on, a concept
i nt ro duced as Supervisor’s Organizational Embodiment (SOE). SOE is defined as
t he ex t ent  t o whi ch  em pl o ye es i dent i f y t h e val ues of  t he or gani z at i on wi t h t he
val ues of t hei r supervi s or (Ei senber ger et  al . 2010). C onsequent l y, t h e m ore
si m i l ar supervi sor and  or ga ni z at i on ar e pe rc ei ved, t he  l ess do em pl o ye es
di fferent i at e bet ween t he  t wo ent i t i es. Ei senberge r et  al . (2010) found a posi t i ve
rel at i onshi p bet ween LMX and AOC . R egardi ng t he h ypot hesi z ed m oderat or
S OE, t he y found t hat  hi gh l evel s had a posi t i ve effe ct  o n t he LM X - AOC
rel at i onshi p . Low l evel s , however, wer e found t o be st at i st i cal l y i nsi gn i fi cant .
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(Ei senber ger et  al .  2010 ) Thi s, t hus, su ggest s t h at  or gani z at i ons w oul d benefi t
m o re from  hi gh S OE - sc e nari os com par ed t o l ow S OE - scen ari os.
Thi s research, t hou g h, i nvest i gat ed onl y t h e assoc i at i on bet ween LMX and  AOC .
Moreover,  res ear ch gen eral l y fi nds LMX  t o be  advant a geous for  or gan i z at i ons
(Gerst ne r and D a y 199 7; S hore, Tet ri ck, Lyn ch, and B arksdal e 200 6;  Il i es,
Nahr gan g, and Mor geso n 2007). Henc e, ba sed o n t h e m ul t i - foci approac h whi ch
st i pul at es t hat  i t  i s necessar y t o di st i ngui sh bet ween di ff er ent  organi z at i onal
ent i t i es, i t  i s al so nec e ssar y t o di st i ngui sh b et ween aff e ct i ve com m i t m ent  as
ex t ended t o di fferent  organi z at i onal  ent i t i es. Thus, asi de from  AOC , a ffect i ve
supervi sor com m i t m ent (AS C ) shoul d al so be consi dered. A cco rdi ngl y, we
propose t hat  S OE wi l l  al so m oderat e t he rel at i o nshi p bet ween LMX an d AS C .
Dependi n g on t he cont ex t , var yi n g l ev el s of S OE m i ght posi t i vel y af fect A S C  or
count erbal an ce i n fl uenc e s t hat  ne gat i vel y aff ect  AS C , t hus l eadi ng t o t h e pri or
m ent i oned posi t i ve out com es, al bei t  m ot i vat ed b y a di ff erent  sourc e. Hence,
dependi n g on t h e t ype  of em pl o ye e - supe rvi sor rel at i onshi p and how i t  i s
percei v ed , or gani z at i ons m i ght  over al l  be abl e t o ex peri ence posi t i ve ef fect s i n
case of bot h hi gh and l o w S OE .
R esearch t hus far  has m a i nl y focuss ed on AOC  or  com m i t m ent  i n gene ral  and i t s
rel at i onshi p wi t h concept s such as LMX or or gani z at i onal  support . AS C  onl y
occasi onal l y ap pea rs i n s t udi es and t hen o ft en as  one com ponent  am ong m an y o r
as an ant ec edent . La ndr y a nd V andenbe r ghe  (2 009), for  i nst ance,  i nve st i gat ed
am ong ot her t hi n gs t he  rel at i onshi p bet w een AS C  and subordi nat e - s upervi sor
rel at i onshi p confl i ct s. Wal um bwa, C ropanz ano, and Gol d m an (2011 ) t est ed t he
rel at i onshi p bet we en LM X and eff ect i ve wo rkpl a ce beh avi ours, fi ndi n g t h at  AS C
was rel at ed t o one of t he  processes b y whi ch LM X l eads t o OC B and hei ght en ed
perform an ce. How ever, t o our knowl edge unt i l  now t here seem s t o be no resear ch
re gardi n g t he di rect  r el at i onshi p bet ween LMX an d AS C  and a pot ent i al  i nfl uence
of S OE . W i t h supervi sors act i ng as rep resent at i ve s of t he or gani z at i on and as t he
source of benefi t s s ought  b y t he em pl o ye es, su ch as pa y ri ses , prom ot i ons, or
m ore sophi st i cat ed j ob as si gnm ent s (Ei senb er ge r et  al . 2010;  J anssen and Van
Yperen 2004), i t  seem s i m port ant  t o underst and t hi s rel at i onshi p and i t s rel evant
i nfl uences. Unde rst andi ng t hi s di st i nct  rel at i onship seem s even m ore cruci al , si nce
t here seem  t o be i nt er act i on effect s b et w een t he d i fferent  t ypes of com m i t m ent  i n
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an or gani z at i on and o rgani z at i onal  out com es  (Vand enber gh e, Bent e i n, and
S t i ngl ham ber 2004). Th e  ai m  of t hi s st ud y i s t her efore t o shed m or e l i ght  on t he
rel at i onshi p bet we en LM X and AS C  as wel l  as t h e m oder at i ng rol e o f S O E. Thi s
wi l l  be achi e ved b y t wo di st i nct i ons. Fi rst , t he st ud y di ffe rent i at es bet we en  soci al
and econom i c LMX b y ut i l i zi ng a newl y est abl i shed m easure. Thi s prov i des t he
opport uni t y t o sepa rat e bet ween t he t wo di m ensi ons of LM X whi ch ha ve been
fo und t o ex i st  si m ul t aneousl y. ( Buch, Kuv aas, a nd D ysvi k 2011;  Kuv aa s, Buch,
D ysvi k, and Hæ rem  20 12) Ther eb y, we  cont ri b ut e t o t he ex i st i ng l i t era t ure b y
consi deri n g a pot ent i al  LMX - AS C  rel at i onshi p as wel l  as b y consi deri ng t he
econom i c di m ensi on of  LMX s ep ar at el y whi ch  i s usual l y not  don e i n t h e LMX
l i t erat ure. S econd ,  t hi s st ud y consi de rs t he r el at i onshi p bet ween t he  t wo  LMX
di m ensi ons and affect i ve  com m i t m ent  ex t ended t o t he l eader (AS C ) , as m oderat ed
b y a pot ent i al  al i gnm en t  wi t h t he organi z at i on (S OE). Thus, t hi s st ud y m i ght
capt ure a broad er and cl e arer pi ct ur e of t he m ani fol d ex change rel at i onshi ps i n an
organi z at i on and t he ci rc um st ances under whi ch t he or gani z at i on can ben e fi t  from
t hem .
In t he fol l owi n g, t he t he oret i cal  back ground and t he h ypot hes es of t he st ud y ar e
present ed, fol l ow ed b y t he m et hodol og y and d at a anal ysi s as w el l  as  b y t he
di scussi on and t he l i m i t ati ons of t he fi ndi ngs.
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2. Theoretical Background and Hypotheses
2.1. The Relationship between SLMX / ELMX and ASC
2.1.1. Social and Economic Leader-Member Exchange
S oci al  Ex change Theor y (S ET) descri bes t he nat ure of ex chan ges m ade bet ween
em pl o ye es and t h ei r em pl o yers  and p rovi des t h e basi s for  LMX t heo r y ( Bl au
1964;  S hore et  al . 2006 ). Am on g ot her  t hi ngs, S ET has been  used t o ex pl ai n
em pl o ye e com m i t m ent , t ask perform an ce, and OC B i n several  cont e x t s, for
i nst ance, i n response t o t he em pl o ye e –or gani z at i o n rel at i onshi p (Tsui , P orter, and
Tri pol i 1997;  Ei senberge r , Hunt i ngt on, Hut chi son , and S owa 1986;  R ousseau and
P arks 1993). S ET st i pul at es t hat  em pl o ye es ori e nt  t hei r behavi our t owar ds t hei r
organi z at i on and supervi sor based on t he t reat m ent  t he y r ec ei ve (S ong, T sui , and
La w 2009) .  Hen ce,  ba sed on t he  at t ent i on t h e y ex peri enc e, em pl o ye es fe el
obl i g at ed t o r eci pro cat e t he re cei ved t r eat m e nt  i n t he sam e m anne r. For i n st ance,
i n case of  fai r  and  j ust  t reat m ent ,  em pl o yees  m i ght  en ga ge i n  beha vi ours t hat
enhanc e t he o r gani z at i onal  envi ronm ent  a nd re f rai n from  b ehavi ours t h at  m i ght
harm  t he  or gani z at i on (P i ccol o, B ard es, Ma ye r, and  J udge 2008; M oorm an,
Bl akel y, and Ni ehoff 199 8;  B yr ne 2005;  Ber r y, O nes, and S ack et t  2007) .
Fol l owi ng t hi s not i on, LMX t heor y repr esent s a  d yadi c app roach  t o st udyi n g t he
rel at i onshi p bet we en l e a ders and  fol l owers  (Gr a en and Uhl - Bi en 1995;  Gerst er
and Da y 1997). Th e cor e con cept  of  t hi s t heor y i s t he assum pt i on t hat  ef fect i ve
l eadershi p pro cesses ari s e when l e aders  and fol l o wers a re abl e t o devel op  m at ure
part nershi ps and t hus, ga i n acc ess t o t he  ben efi t s of t hese  rel at i onshi ps ( Gr aen and
Uhl - Bi en 1991 ).
As proposed by Blau’s (1964) SET, it is possible to differentiate between (a)
soci al  ex chan ge rel at i o nshi ps, whi ch ar e ch ar act eri z ed b y t rust , obl i gat i ons
i nvol vi ng soci o - em ot i onal  resourc es, and l ong - t er m  ori ent at i on, and (b) ec onom i c
ex change r el at i onshi ps, cha ract e ri z ed b y sh ort - t erm , t i t - for - t at  ex chan ges
i nvol vi ng m ost l y econ om i c resources. In i t s ori gi nal  conc ept i on, LMX
rel at i onshi ps have been di st i ngui shed on a cont i nuum  reachi n g from  hi gh - qual i t y
soci al  rel at i onshi ps t o l ow - qual i t y econom i c  re l at i onshi ps (Buc h, Kuva as, and
D ysvi k 2011;  Gr aen and  Uhl - Bi en 1995;  W a yn e et  al . 2009 ). It  i s propos ed t hat ,
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due t o l i m i t at i ons i n t ime and ot her resou rces, l e aders dev el op hi gh - qu al i t y soci al
relationships with an “in - group” of employees and l ow - qual i t y ec onom i c
rel at i o nships with subordinates placed in their “out - group”, with members of the
i n - group  showi n g, for  i nst ance, hi ghe r j ob  sat i sfact i on and com m i t m ent
(S parrow e and  Li d en 200 5;  Graen,  Novak,  and S o m m erkam p 1982;  W akab a ya shi ,
Graen, Gra en, and Gra e n 1988). Em pl o y e es, ho wever, encount e r bot h k i nds of
ex change rel at i onshi ps i n t hei r work - l i f e and al so pursue t he sat i sf act i on  of bot h
soci al  and econom i c n e eds (Bl au 1964;  S hore et  al . 2006;  Goodwi n, Bowl er,
W hi t t i ngt on 2009). Addi t i onal l y, Kuva as et  al . (2 012) su ggest t hat  not  onl y hi gh -
qual i t y or soci al  LM X  has benefi ci al  out com es, econom i c LMX m i ght  al so
produce adv ant a geous ou t com es under c ert ai n ci rc um st ances.
Em pi ri cal  evi dence fo r  t he ex i st ence of i ndependent  soci al  and ec onom i c
di m ensi ons i n t he em plo ye r - em pl o ye e rel at i ons hi p was found b y S hor e et  al .
(2006), who di st i ngui sh  t he t wo di m ensi ons based on est abl i shed rel at i onshi ps,
ex changed r esourc es, an d ent er ed obl i gat i ons . R esear ch, con cei vi n g LM X as a
cont i nuum  reachi n g fro m  hi gh - t o l ow - qual i t y r el at i onshi ps ( Graen and Uhl - Bi en
1995;  S candura and S c hri eshei m  1994) , usual l y e quat es l ow  l evel s o f soci al
l eader - m em ber  ex chan ge  (S LMX ) wi t h hi gh l ev el s of e conom i c l e ader - m em ber
ex change ( E LMX ) and  vi ce versa . Thi s , however, i s unl i kel y t o pro vi de an
appropri at e pi cture of employees’ perceptions of the relationship (Buch, Kuvaas,
and D ysvi k 2011;  S hor e et  al . 2006;  Gerst ne r and Da y 1997 ). It  i s t h erefo re
recom m ended t o con si der bot h di m ensi ons of t h e LMX rel a t i onshi p
si m ul t aneousl y (G erst ner  and D a y 1997;  Kuva as et al . 2012). Henc e, i n o rder t o
capt ure a m or e ac curat e pi ct ure of t he i nfl uences of t hese t wo t ypes of ex c hanges
and t hei r consequ enc es for em pl o yee b ehavi ou r, we al so di st i ngui sh bet ween
S LMX and  E LMX, t hu s concept ual i z i ng t h em  as rel at i onshi ps wi t h di ffer ent
qual i t i es i nst ead of rel at i onshi ps wi t h di fferent  l evel s of qual i t y ( Buch, Kuvaas,
and D ysvi k 2011;  Kuv aas et  al . 2012).  Thi s i s done b y ut i l i z i ng a  r ecent l y
devel oped m e asure b y B uch, Kuvaas, and D ysvi k  (2011).
2.1.2. The Relationship between SLMX and Affective Supervisor Commitment
In t erm s of em pl o ye e com m i t m ent , research d i st i ngui shes bet ween af fect i ve,
norm at i ve, and cont i nuance com m i t m ent . Affe ct i ve com m i t m ent  refer s t o an
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employee’s emotional attachment and hence, desire to stay with an organiz at i on
or i n case of aff ect i ve su pervi sor com m i t m ent (AS C ) , t o work wi t h t he respect i ve
supervi sor. In  cont rast ,  behavi our b ased on  nor m at i ve com m i t m ent  i s m ot i vat ed
b y t he pe rc ept i on t hat  st ayi n g wi t h t he or gani z at i on i s t he ri ght  t hi ng t o do;  whi l st
behav i our b ased on  con t i nuance com m i t m ent  occurs due  t o t he  per cept i on t hat
one m ust  st a y wi t h t he organi z at i on, for i nst anc e due t o a l a ck of al t er nat i ves.
(Me yer, Al l en, and S m i t h 1993;  Al l en and Me ye r 1990; Me ye r, P au nonen,
Gel l at l y, Goffi n, and J ac kson 1989 ; Hack et t , B yc i o, and Hausdo rf 1994; Mat hi eu
and Zaj a c 1990, W ei ne r 1982) C onsequent l y, i t se em s pref erabl e fo r or gani z at i ons
and supervi sors t hat em pl o ye es devel op a ffe ct i ve com m i t m ent . Inde ed, r esear ch
found em pi ri cal  evi den c e t hat  onl y af fect i ve com m i t m ent  i s posi t i vel y ass oci at ed
wi t h ci t i z enshi p behavi our (S hore  and W a yne  19 93) and posi t i vel y co rrel at ed wi t h
perform an ce  (Me ye r  et  a l . 1989). Mor eover,  Iv er son and But t i gi e g (1999 ) found
that affective commitment correlated negatively with employees’ int e nt i on to
l eave and absent e ei sm  and posi t i vel y wi t h acc e pt ance of chan ge. Furt h erm ore ,
a ffe ct i ve com m i t m ent  al so showed t he  l ar ge st  ex pl ai ned vari anc e of al l
com m i t m ent  di m ensi ons i n predi ct i ng t hese ou t com es ( Ive rson and B ut t i gi e g
1999). Aff ect i ve com m i t m ent  was found t o be m ai nl y d et erm i ned b y j ob
condi t i ons, i ncl udi ng aut onom y, supervi sor support , prom ot i onal  opport uni t i es,
and m ana gem ent  re cept i veness (Me yer, Al l en,  and S m i t h 1993;  Ive r son and
But t i gi e g 1999) , t hus b y cri t eri a t hat  l i e t o a l a r ge de gree within the supervisor’s
sphere o f i nfl uen ce . De l egat i ng , suppo rt i ng,  an d reco gni z i ng ,  for  i nst a nce, are
t hree ex am pl es of rel at i o ns - ori ent ed l e ade r behaviour named by Yukl, O’Donnell,
and Taber (2009). In ad di t i on, Me yer (2009) al s o provi des support  t hat affect i ve
commitment is related to employees’ well - bei n g.
Affective commitment has been associated with the fulfilment of employees’
needs and goal s,  for  wh i ch or gani z at i onal  r esour ces provi d ed b y t h e sup ervi sor
are ne eded (M e yer et  al . 2002 ;  Townsend, P hi l l ips, and El ki ns 2000). Therefo re,
t he qual i t y of LM X shou l d det erm i ne t o whi ch ex t ent employees’ expectations are
m eet  and t hus , t hei r l eve l  of affe ct i ve or gani z at i onal  com m i t m ent (AOC ) . Ind eed,
em pi ri cal  evi denc e for a posi t i ve rel at i onshi p bet ween LM X a nd AO C was
previ ousl y found. (W a yne et  al . 2009;  G erst ne r  and Da y 1997;  Epi t ropaki  and
Mart i n 2005;  S chri eshei m , C ast ro, and Y am m ari no 2000;  Ei senber ger et  al . 2010)
W hi l e t hi s suggest s t hat  LMX i s l i kel y t o m ot i vat e em pl o ye es t o reci procat e
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recei v ed t r e at m ent  t owar ds t he or gani z at i on, t he m ul t i - foci approa ch ( La vel l e et
al . 2009; Lav el l e, R up p, and Bro ckner  2007 ; Bi shop, S cot t , Gol dsby,  and
C ropanz ano 2005;  S t i ngl ham be r and Vand enb er ghe 2003;  C rop anz an o and
Mi t chel l  2005 ) suggest s t hat  t hese r el at i onshi ps are m ore com pl ex . Thus,
em pl o ye es a re  l i kel y t o d i fferent i at e bet w een  t he o rgani z at i on and t hei r  sup ervi sor
and consequent l y, appr opri at e re cei ved t re at m ent s t o t he act ual  source and
reci pro cat e ac cordi n gl y, m eani ng t hat  em pl o y e es al so di ffe rent i at e b et we e n AOC
and a ffe ct i ve supe rvi sor  com m i t m ent  (AS C ) . In deed, rese arch  fi ndi n gs suggest
t hat  AOC  and AS C are based on di fferent  ant ec ed ent s, for i nst ance AOC  seem s t o
be m ore based o n or gani z at i onal  support  and ASC  seem s t o be st ronger r el at ed t o
t he l eader, and t hus t o LMX ( Vandenb er gh e, B en t ei n, and S t i ngl ham ber 2 004 ).
S LMX rel at i onshi ps are  based o n m ut ual  t rust , respect , l i ki ng, and obl i gat i on.
The y ar e l ong - t erm ori ent ed, m eani n g t hat  t h e ex chan ges a re on goi ng . The
em phasi s l i es wi t h t he soci o - em ot i onal aspect s of ex change s, such as re cei ve and
gi ve, b ei n g t aken  ca re o f,  and t rust i ng t hat  e ff ort s t aken wi l l  be re ci procat ed . ( Bl au
1964; Uhl - Bi en and M as l yn 2003;  Bu ch, Kuva as,  and D ysvi k 2011, W al um bwa ,
C ropanz ano, and Gol dm an 2011, Ei senber ger et  al . 2010 ; Kuvaas et  al . 2012 )
Le ade rs t r y t o m ot i vat e fol l owers t o for go  t hei r own short - t erm  gr at i fi ca t i on i n
favour o f fo cussi ng on c ol l ect i ve i nt erest s. Thi s can b e a chi eved  b y app e al i ng t o
hi gher ord er soci al  ne eds b y provi di ng supp ort  and encoura gem ent .  These
rel at i onshi ps wi l l  m ost  l i kel y al so consi der  ne ed s and pr efe renc es. (C rop anz ano
and Mi t chel l  2005;  Gra e n and Uhl - Bi en 1995;  W ang, La w, Ha cket t , W ang,  and
C hen 2005) Fol l owi ng t he not i on t hat  S LMX  corr esponds t o t he t r a di t i onal
concept i on of hi gh - qual i t y L MX (Kuv aas et  al . 2012; W al um bwa , C ropanz ano,
and Gol dm an 2011), an d encom passes seve ral  of t he ant eced ent s of a ffect i ve
commitment, SLMX presumably leads to employees’ inclination to reciprocate
favourabl e t reat m ent  t o t he or gani z at i on owi ng t o  t he perc ep t i on of t he su pervi sor
as or gani z at i onal  a gent  ( Loi , M ao, and  N go 200 9). How ever,  at  t h e sam e t i m e,
em pl o ye es wi l l  reco gni z e t hei r supervi sor as t he  source of rec ei ved f av ourabl e
t reat m ent  and al so ex t ent reci proc at i on t owards t hi s l eader vi a AS C . Thi s vi e w i s
support ed b y r ese arch fi ndi ngs b y, for i nst anc e, Lav el l e et  al . (2009) and  Bi shop
et  al . (2005). Lavel l e et  al . (2009) found t hat  a posi t i ve rel at i onshi p bet ween
com m i t m ent  and O C B w as m ore l i kel y t o em er ge  when t he  t w o con cept s were  i n
refe renc e t o t h e sam e  t ar get .  S i m i l arl y, Bi shop et  al . (2009)  i nvest i gat ed t he l i nk
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bet ween support  and co m m i t m ent  and found t hat  perc ei ved support  fro m  one
ent i t y pr edi ct ed com m i t m ent  t o t he sam e ent i t y. H enc e, w e ex pect t o  fi nd a
posi t i ve rel at i onshi p bet ween S LMX and AS C . Accordi n gl y, t he  fi rst  h ypot hesi s
st i pul at es t hat :
Hypothesis 1: There will be a positive relationship between SLMX and affective
supervisor commitment.
2.1.3. The Relationship between ELMX and Affective Supervisor Commitment
In  cont r ast  t o S LM X, E LMX re fers  t o a m or e t r ansact i on - bas ed r el at i onshi p t hat
encom passes  m erel y co m pl i ance wi t h obl i gat i o ns chi efl y a gre ed upon i n t he
em pl o ym ent cont ract ( Bern ert h, A rm enaki s, F ei l d, Gi l es, and W al ke r  2007) .
These rel at i onshi p s are c haract eri z ed b y l ow l eve l s of t rust  and purel y e c onom i c
ex changes (Bl au 1964), com parabl e t o t he des cri pt i ons of l ow - t o - m edi um  qual i t y
LMX ( Buch, Kuva as, a nd D ysvi k 2011). Econom i c ex changes ar e b y nat ure
cl ose - end ed, short - t erm (S ong, Tsui , and La w 2009 ) , and defi ned b y c a l cul us -
based t rust  (Uhl - Bi en, G eor ge, and S candur a 200 0 i n Buch, Kuv aas, and  D ysvi k
2011). Thei r em phasi s i s on narrow fi nanci al  obl i gat i ons, such as pa y and
benefi t s, wi t hout  l ong - t e rm  i nvest m ent s or re gar d for soci o - em ot i onal  o u t com es
(S ong, Tsui , and Law 20 09). In t hi s cont ex t , LM X equal s t ransact i onal  l eadershi p
i n t hat “the exchange is based upon subordination to the leader” ( Graen a nd Uhl -
Bi en 1995: 232 ) , wher e f ol l ower com pl i ance i s ba sed on f orm al  obl i gat i on s t o t he
l eader a s well as the leader’s hierarchical status within the organization (Buch,
Kuvaas, and D ysvi k 201 1). Thus, when  consi der i ng t he econom i c d i m en si on of
t he l eade r - em pl o ye e rel at i onshi p, we ex pe ct subordi nat es t o b e l ess
ps ychol o gi c al l y and em o t i onal l y i nvol ve d and con sequent l y , l ess l i kel y t o devel op
affe ct i ve com m i t m ent  t owards t hei r supervi sor ( B uch, Kuvaas, and D ysvi k  2011) .
Moreover, aff ect i ve com m i t m ent  i s defi ned as t he i ncl i nat i on t o st a y and d esi re t o
hel p t he re ci pi ent  of suc h com m i t m ent  (Al l en an d Me ye r 1990;  Mowd a y ,  P ort er,
and S t eers 1982). W i t h i ts focus on form al  and cont ract ual  rel at i ons t hat  gi ve l i t t l e
or no consideration to employees’ soci al needs  a nd pref er ences  (S hore,  B om m er,
R ao, and S eo 2009), E LMX m i ght  t here fore und erm i ne af fect i ve com m i t m ent . In
addi t i on, t he short - t erm , cl ose - end ed nat ure of t h e ex changes (S hore et  al . 2006)
i m pl i es t hat  no fut ure obl i gat i ons are est abl i shed,  hence provi di ng t he em pl o ye es
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wi t h bal anced ex change rel at i ons t hat  m i ght  gi ve t hem  t he m ot i vat i on t o l eave t he
organi z at i on at  an y t i m e  (Bu ch , Kuv aas, and D ysvi k 2011). Thus, we  ex pect  t o
fi nd a negat i ve rel at i ons hi p bet ween E LMX and AS C . Therefore, w e h yp ot hesi ze
t hat :
Hypothesis 2: There will be a negative relationship between ELMX and ASC.
2.2. The Moderating Role of Supervisor's Organizational Embodiment
R esearch b y Lavel l e , R upp, and Brockner (2 007) suggest s t hat , i n order t o
appropriately understand employees’ behaviour, it i s necessar y t o fol l ow a  m ul t i -
foci  appro ach, si n ce r e search  provi des evi den ce t hat  em pl o ye es di st i ngui sh
bet ween di ffe rent  sour ce s of, fo r i nst anc e, suppor t  and r eci pro cat e ac cordi ngl y . In
t hei r st ud y, com m i t m ent  t o work group, sup ervi sor, and t op m an a gem e nt ,
respect i vel y, ac count ed for m ore vari anc e i n t he ke y dep endent  vari abl es t han
com m i t m ent  t o t he or gani z at i on i n i t sel f. Fol l owi ng t hi s m ul t i - foci a pproach,
supervi sors ar e per cei ved  as i ndi vi dual s t hat  cl earl y di ff er f rom  t he or gani z at i on.
In cont ras t  t o t hi s noti on, organi z at i onal  support  t heor y st i pul at es t hat  t he
supervi sor i s p erc ei ve d as an or gani z at i onal  a gent . As such , em pl o ye es
acknowl ed ge t hat  t he s upervi sor act s on  behal f of  t he o r gani z at i on, t herefo re
adj ust i ng t hei r j udgem e nt  of t hei r ex ch ange rel at i onshi p wi t h t he orga ni z at i on
accordi n g t o t h e rel at i onshi p t he y ex peri ence wi t h t he supervi sor . ( Ei senb er ger  et
al . 1986;  R hoades and E i senber ger 2002;  S hore a nd S hore 1995) The not i on t hat
em pl o ye es approp ri at e act i ons b y t h e supervi s or t o t he or gani z at i on and i n
addi t i on s ee t hese a ct i ons as i ndi cat i on of how t he y ar e p erc ei ved  b y t he
organi z at i on can be  fo und i n sever al  t heori es  conce rned wi t h t he e m pl o yer -
em p l o ye e rel at i onshi p (Ki ni cki  and Vecchi o 1994;  Ei senberger et  al . 2002,
Ei senber ge r, S t i ngl ham b er, and Beck er  2012 ;  R ousseau 1989 ;  Ei senb er ge r et al .
1986;  S hore and S hore 1 995).
Ei senber ge r et  al . (2010)  suggest  t hat  or gani z at i onal  su pport  t heor y and t h e m ul t i -
foci appro ach do not  n ecessa ri l y cont radi ct  e ac h ot her. The y propos e t hat  t he
d egree  t o whi ch sup ervi sors are  per cei ved as ei t her i ndi vi dual s or or gani z at i onal
agent s m i ght  di ff er a cr oss em pl o ye es. Acco rdi ng t o t hem , em pl o yees shape a
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perception of Supervisor’s Organizational Embodiment (SOE), which describes
t he ex t ent  t o whi ch em pl o ye es i dent i f y v al ues o f t he or gani z at i on wi t h t he  val ues
of t he supe rvi sor (Ei se nber ger  et  al .  2010). D et erm i ni ng t he ex t ent  t o whi ch
supervisors share the organization’s identity is motivated by the view that the
ex change rel at i onshi p wi t h t he supervi sor m i ght  r esem bl e t h e one wi t h t he
organi z at i on (Ei senber ge r et  al . 2010) . Thus, i f em pl o yees hol d hi gh S OE  t owards
a supervi sor, t he y pe r cei ve hi m  as cl osel y al i gned wi t h t he or gan i z at i on.
Accordi n gl y, support  o r prai se  gi ven b y hi m  i s perc ei ved as gi ven  b y t h e
organi z at i on. Moreover,  dem ands and  goal s se t  b y hi m  wi l l  be  per ce i ved as
backed  b y t he o r gani z at i on. Henc e, i f  t he supe rvi sor i s cl osel y i dent i fi ed  wi t h t he
organi z at i on and t he rel at i onshi p i s posi t i ve , em pl o yees feel  t hat  t he y have a
favourabl e rel at i onshi p wi t h t he organi z at i on, whi ch ful fi l s t hei r soci o - e m ot i onal
needs, i ncr eases t h ei r we l l - bei n g, and su ggest s t ha t  t he y wi l l  b e rew arded f or t hei r
effort  i n t h e or gani z at i o n. Henc e, em pl o ye es wi l l  al so t r y t o  re ci procat e t hese
favourabl e behavi ou rs t o t he ent i t y p erc ei ved as responsi bl e . (Ei senbe r ge r et  al .
2010;  Goul dner 1960)
As est abl i shed, S LMX i s about  t rust , wel l - b ei ng, and t aki n g car e of ea c h ot her.
Em pl o yees eval uat e re c e i ved t reat m ent s and fe el  obl i gat ed t o r eci pro ca t e t hem
accordi n gl y. Ho w eve r, t h e y al so ev al u at e t he sour ce of rec ei ved t r eat m ent s . Thus,
i t  seem s t o be cruci al  t o det erm i ne whi ch rol e of t he supervi sor i s percei ved as
m ore sal i ent – t he sup e rvi sor as i ndi vi dual  or t he supervi sor as or gani z at i onal
agent. Eisenberger et al.’s ( 2010) st ud y p rovi de d em pi ri cal  evi dence t h at  S OE
m oderat es t he r el at i onshi p bet ween LMX and A O C . Accordi n gl y, we prop ose t hat
S OE al so m oderat es t he rel at i onshi p bet ween LMX and AS C . In t he case of
S LMX, p erc ei vi ng t he s upervi sor fi rst  and fo rem ost  as an i ndi vi dual - l o w S OE -
wi l l  l ead em pl o ye es t o r eco gni z e hi m  as t h e sou rce o f f avour abl e t r eat m ent  and
t hus, reci proc at i on i s l i kel y t o be t a r get ed at  t he s upervi sor hi m sel f, st ren gt heni ng
AS C . In cont rast , i f t he s upervi sor i s m ost  sal i ent l y pe rc ei ved as an or gani z at i onal
agent – hi gh  S OE - ,  r e ci procat i on wi l l  be t a r get ed at  t he o r gani z at i on as t he
di scerned sour ce of p re vi ousl y re cei ved ben efi t s. Hence, t he t hi rd h yp ot hesi s
reads as fol l ows:
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Hypothesis 3: The relationship between SLMX and affective supervisor
commitment will be moderated by supervisor's organizational embodiment (SOE).
The lower the SOE, the more positive the relationship.
As sai d previ ousl y, i n t he case  of E LMX o nl y cont r act ual  obl i gat i ons are
ex changed and t he  short - t erm  ex chan ges are  c l o se d - ended,  t hus est abl i shi ng no
obl i gat i ons t hat  ha v e t o be bal an ced i n t he fut ur e. Moreov er , employees’ soci al
needs and pref eren ces l ar gel y go un consi dered . (S hore et  al . 2009, S hore et  al .
2006 , Buch ,  Kuva as, an d  D ys vi k 2011 ) C onsequ e nt l y , em pl o ye es w i t h hi gh l evel s
of E LMX ar e ex pect ed t o be l ess em ot i onal l y an d ps ychol o gi cal l y i nvol v ed wi t h
t he organi z at i on (Buch, Kuvaas, and D ysvi k 2011) as wel l  as wi t h t he supervi sor,
l eadi ng t o l ow AS C .
Ei senber ge r et  al . (2010 )  found t hat  when S OE i s  hi gh, em pl o ye es ' per cep t i on of
an ex change wi t h t he supervi sor i s gen eral i z ed t o t he organi z at i on. On t he ot her
hand, i n t he case  of l o w S OE t he l e ader  i s see n as a ct i ng m ai nl y on b ehal f of
hi m sel f (Ei senbe r ger  et  al . 2010). Thus,  we  bel i eve t hat  i n  t he c ase  of hi gh S OE
subordi nat es appropri at e  t he econom i c ex chan ge  rel at i onshi p t o t he orga ni z at i on
rat her t han t o t he sup ervi sor. Thus, t he or gani z at i on i s seen as t he m ai n so urce of
t he econom i c - b ased rel at i ons hi p. C onsequent l y, we ex pect  hi gh S OE t o part i al l y
count era ct  t he ne gat i ve r el at i onshi p bet ween E LMX and AS C . Thus, we propose:
Hypothesis 4: The relationship between ELMX and affective supervisor
commitment will be moderated by SOE. The higher the SOE, the less negative the
relationship.
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2.3. Summary of the Hypotheses
3. Methodology
3.1. Sample and Procedure
To t est  our h ypot hese s , we di st ri but ed t wo surveys usi n g C onfi rm i t , a web - based
program m e. The quest i o nnai res wer e sent  t o B I - al um ni , t hat const i t ut e 88, 5 per
cent of our fi nal s am pl e , and t o t he em pl o ye es of TNS Gal l up Osl o , t hat represent
11, 5 per c ent of t he fi nal sam pl e. The m aj ori t y of t he respond ent s ar e  hi ghl y
educat ed and rep resent a wi de ran ge of pro fess i ons, m ai nl y wi t hi n t he pri vat e
sect or. Fol l owi ng P odsa koff , Ma cKenz i e , and P odaskoff (2003) w e col l ect ed t he
dat a at  t wo di f fer ent p oi nt s i n t i m e , wi t h a 14 da y s - t i m e l a g bet w een t he
di st ri but i on s . The fi rst  quest i onnai re i ncl uded s cal es ass essi ng t h e i nde pendent
vari abl es and t he m ode r at or, whi l e t he s econd c ol l ect ed dat a wi t h re gard s t o t he
dependent  va ri abl e ( Ap pendi x  4 ). To i ncrease t he response rat e w e dec i ded t o
gr ant  a 500 N OK - Am az on gi ft  vouche r t o one ran dom l y s el ect ed p art i ci pa nt . Bot h
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que st i onnai res wer e ac co m pani ed b y cov er l et t er s provi di ng t he part i ci pan t s wi t h
i nform at i on about  t he research proj e ct  and address i ng t he i ssues of anon ym i t y and
confi dent i al i t y ( Appendi x  5 ). In bot h c ases t he r espondent s wer e gi v en a  t ot al  of
t wo weeks t o r espond t o t he quest i onnai res. F or t he fi rst  quest i onnai re one
rem i nder w as s ent  out  af t er t he fi rst  week ,  whi l st for t he s econd we s ent  out  t wo
rem i nders. The  fi rst  que st i onnai re was i ni t i al l y s ent  t o 1909 e - m ai l  addr e sses, of
whi ch 117 t urn ed out  t o be i nval i d. W i t h 264 com pl et e responses,  t h e fi rst
quest i onnai re re ached a r espon se rat e of al m ost  15 per cent . Of t hese resp ondent s
208 al so com pl et ed  t he second qu est i onnai re, t h us resul t i ng i n a  fi nal  r esponse
rat e of 11,6 p er c ent .
Out  of al l  respondent s  5 3,4 per cent ar e m en and  46,6 per  c ent wom en  (A ppendix
1, Tabl e  1), wi t h an av era ge  a ge of about  32 years (Appendi x  1, Tabl e  3). In
addi t i on, 85,1 per c ent ar e em pl o ye d b y pri v at e or gani z at i ons, whi l e onl y 1 4,9 per
cent work i n t he publ i c sect o r (App endi x  1, Tabl e 6) . 60,6 p er cent of t he
respondent s st at ed t o be em pl o yed i n an i nt ernat i onal  organi z at i on (Appe ndi x  1,
Tabl e 7 ). Tenure and d ya d t enur e ran ge from  0 - 23 ye ars , wi t h a m ean of 3,67
ye a rs, and 0 - 20 ye ars , wi t h a m ean of 2,51 ye ars , respect i vel y (App endi x  1, Tabl e
3). Moreover, 97,1 pe r c ent of t he respondent s ha ve com pl et ed at  l east  fi v e ye ars
of hi ghe r educ at i on (Ap pendi x  1, Tabl e 2) and 77,4 per cent ar e l ead er s wi th
personnel  r esponsi bi l i t i es (Appendi x  1, Tabl e  4). Fi nal l y, respond ent s st at ed t o be
worki ng fo r or gani z at i on s wi t h m ore t han 1000 em pl o yees (38,9 pe r ce nt ) , for
organi z at i ons wi t h m ore t han 100 em pl o ye es (2 4,5 per cent ) , for or gani z at i ons
wi t h l ess t han 50 em pl o yees (21,2 per cent ), for o rgani z at i ons wi t h m ore t han 500
em pl o ye es (9,1 per cent ) , and for or gani z at i ons wi t h m ore t han 300 empl o ye es
(6,3 per c ent ) (App endi x  1, Tabl e 5).
3.2. Measures
Al l i t em s rel at ed t o t he i ndependent , depend ent , and m oderat i ng vari abl es were
m easured  usi ng a fi ve - poi nt  Li ke rt  respons e s cal e ran gi n g from  1 (s t rongl y
di sagr ee)  t o 5 (st ron gl y a gr ee).   The  res ear ch desi gn w as c ros s - l a gged:  Mo st  of t he
cont rol  vari abl es as we l l  as E LMX, S LMX, S OE wer e i ncl uded i n t he fi rst
quest i onnai re . Th e se con d encom pass ed t he  scal e  for AS C  and a fe w m ore cont rol
vari abl es.
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3.2.1. Control Variables
In  orde r t o rul e  out  al t e rn at i ve ex pl anat i ons for t he  observed  rel at i onshi ps a nd wi t h
t he ai m  of st rengt heni n g t he i nt ernal  val i di t y of our resul t s, we i ncl uded several
ex ogenous cont rol v ari a bl es . The c ri t eri a we c ont rol l ed for w ere gend er, a ge,
educat i on, t enur e, d ya d t enure, m ana ge ri al  respon si bi l i t i es, organi z at i on al  si z e, and
organi z at i onal  t ype (i nt e rnat i onal  or Norwe gi an ) . W e cont rol l ed for m anageri al
responsi bi l i t i es because  of i t s pot ent i al  rel at i onshi p wi t h S LMX and E LM X. Thi s
vari abl e w as coded as a di chot om ous vari abl e (Y es = 1, No = 2). T h e rea son for
i ncl udi ng t enur e and d ya d t enu re w as prev i ou s resea rch whi ch est abl i shed a
correl at i on bet ween t hes e vari abl es and LMX ( W a yne, S hore , and Li de n 1997;
Loi , M ao, and  N go 200 9). Gi ven t h at  our  sam p l e m ai nl y consi st s of B I - al um ni
em pl o yed b y di f f er ent or gani z at i ons, we t hou ght  i t i m port ant  t o i ncl ude vari abl es
m easuri n g si z e and t ype  of t he organi z at i on. Fi nal l y , t he dem o gr aphi c v ari abl es
were  i ncl uded be caus e re search  su ggest s t hat  t he y m i ght af fe ct  t he dev el opm ent  of
affe ct i ve com m i t m ent  ( Iv erso n and But t i gi e g 1999 ).
3.2.2. Independent Variables
S LMX was assessed  b y an ei ght - i t em  scal e, de vel oped b y Bu ch , Kuv a as, and
D ysvi k ( 2011 ) . Th e sc al e i ncl udes i t em s such as "My relationship with my
immediate supervisor is based on mutual trust" , " I try to look out for the best
interest of my immediate supervisor because I can rely on my immediate
supervisor to take care of me" , and "My immediate supervisor has made a
significant investment in me" . In o rder t o m easu re E LMX, we used an 11 - i t em
scal e al so deve l oped b y Buch, Kuva as, and D ysv i k ( 2011 ) . Ex am pl e i t ems are "I
only want to do more for my immediate supervisor when I know in advance what I
will get in return" , "I watch very carefully what I get from my immediate
supervisor, relative to what I contribute", and "If I am going to exert extra effort
for my immediate supervisor I weigh the advantages and disadvantages of doing
so" .
3.2.3. Dependent Variable
AS C was m easured b y a si x  i t em - scal e addressi n g t he f eel i n g of pri de i n w orki ng
wi t h and appreci at i on of t he supervi sor. These i t em s were obt ai ned from
Vandenbe r ghe, Bent ei n and S t i ngl ham ber  (2004) . The scal e i ncl udes i t e m s such
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as "I feel proud to work with my supervisor", "I feel a sense of respect for my
supervisor" , and "I feel little admiration for my supervisor (R)".
3.2.4. Moderating Variable
S OE was m easur ed b y t he ni ne - i t em scal e em pl o ye d b y Ei s enber ger et  al .  (2010 ).
Thi s scal e concept ual i z es S OE as "employees’ perception of the supervisor’s
shared characteristics with the organization and the experience of treatment
received from the supervisor as treatment received from the organization”
(Ei senber ger et  al . 20 10 :  3 ). Ex am pl e i t em s are "My supervisor and my
organisation have a lot in common", "My supervisor is characteristic of my
organisation", a nd "When my supervisor encourages me, I believe that my
organization is encouraging me".
3.3. Analysis
The dat a  w as an al ys ed i n sever al  st eps, usi n g t he m et hod em pl o ye d b y K uva a s
and D ysvi k (2009 ). Fi r st , we t est ed for m ul t i col l i neari t y, out l i ers , and  er rors.
W hi l e t he anal ysi s di d not  reveal  s ever e i ssues rel at ed t o out l i ers or
m ul t i col l i neari t y (t he l o west  t ol eran ce v al ue w a s far above t he  cut - of f poi nt  of
, 10), we i dent i fi ed few errors in the control variable “age” . In o rder  t o corre ct
t hese errors we cont a ct ed  t he part i ci pant s . Al l  of them  responded and t he dat a was
corre ct ed ac cordi n gl y. S econd, we perform ed  a fact or anal ysi s (ex pl orat or y
pri nci pal  com ponent  an a l ysi s wi t h vari m ax  rot at i on) t o det erm i ne i t em  r e t ent i on
on al l  m ul t i pl e scal e i t e m s i n t he m easurem ent  m odel  (Medsker, W i l l i am s , and
Hol ahan 1994),  i n ord e r t o avoi d con founded m easures as wel l  as w i t h t he
purpose of addr essi ng d i scri m i nant  val i di t y ( Hai r , Bl ack, Babi n, And ers on, and
Tat ham 2010). Gi ven t h a t  we rel y ex cl usi vel y o n sel f - repo rt  m easur es, we appl i ed
a conserv at i ve rul e o f t hum b i n t he ex pl orat or y fact o r anal ysi s. It em s were
ret ai ned i f t he y m et  t he  f ol l owi ng c ri t eri a:  Lo ad i n gs equal  t o  or great er t ha n , 50 on
t he t ar get  const ruct  ( Ha i r et al . 2010), a di ffe r ent i al  of , 20 or hi gh er b et ween
fact ors (Van  D yne, Gra ham , and Di nes ch 1994 ), and cross - l oadi n g s b et ween
observed fa ct ors of l ess t han , 35 (Ki ffi n - P et ers en and C order y 2003).  Thi rd,
hi erar chi cal  m ode rat ed r egressi o n was  used t o t est  t he h ypot hese s. Gi v en t hat
i nt eract i on t erm s oft en creat e m ul t i col l i neari t y probl em s as a resul t  o f t hei r
correl at i on wi t h t he m ai n eff ect s, we d eci ded  t o c om put e t he i nt eract i on t e rm s b y
cent eri n g S LMX, E LM X , and S OE, and t hen m ul t i pl yi n g t hem  wi t h each ot her
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(Ai ken and W est  1991). In t he fi rst  st ep we ent ered t he cont rol  vari abl es,
aft erw ards we ent ered  S LMX  and E LMX,  fol l o wed b y S OE i n t h e t hi rd st ep , and
fi nal l y , i n t he fourt h st ep, we ent ered t he i nt era ct i on t erm s (S LMX x  SOE and
E LMX x  S OE) . Fou rt h, i n order t o get m ore d et a i l ed i nform at i on about  t he dat a,
we com put ed t he d escri p t i ve anal ysi s and cor rel at i ons for t he fi nal  dat a.
4. Results
4.1. Exploratory Factor Analysis
Based on t he ex pl orat or y fact or anal ysi s t hree of t he S LMX i t em s were re m oved.
It em s "Even though I may not always receive the recognition I deserve from my
immediate supervisor, I know that he or she will take good care of me in the
future" and "I don’t mind working hard today – I know I will eventually be
rewarded by my immediate supervisor" were rem ove d du e t o c ross - l oadi ng s
ab ove , 35, whi l e t he i t em "My relationship with my immediate supervisor is about
mutual sacrifice; sometimes I give more than I receive and sometimes I receive
more than I give" fai l ed  t o m eet  t he i ncl usi on cri t eri a of , 50 and c ross - l o adi ng s
were  abov e , 35. In ad di t i on, t he E LMX i t em "When I repay my immediate
supervisor for a favour, it is usually not because I feel grateful, or because I feel I
should, but rather because it can have negative consequences for me if I fail to do
so" was rem oved bec aus e i t  fai l ed t o m eet  t he i nc l usi on cri t eri a and show e d cross -
l oadi ng s abov e , 35. Fr om  t he S OE - scal e  t he i t em s "When my supervisor
compliments me, it is the same as my organization complementing me", "When my
supervisor encourages me, I believe that my organization is encouraging me",
"When my supervisor pays attention to my efforts, I believe that my organization
is paying attention to my efforts", and "When my supervisor is pleased with my
work, I feel that my organization is pleased" were  rem ov ed du e t o cross - l o ad i ng s
above , 35. Al l AS C  i t em s m et  t he i ncl usi on crit eri a and wer e t hus ret ai ned. The
ex pl orat or y f act or anal ys i s i s report ed i n Appendi x  2.
4.2. Descriptive Statistics and Correlations
Means, st anda rd devi at i o ns, corr el at i ons , and sc al e rel i abi l i t i es of t h e fi nal  scal es
are r eport ed i n t he fol l owi ng Tabl e 1.
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4.3. Regression Analysis
Fi rst l y , st ep  1 of t he re gr essi on anal ysi s rev eal ed a no n - si gni fi c ant  rel a t i onshi p
bet ween t h e cont rol  v ari a bl es and AS C . S econd l y ,  i n support  of H ypot hesi s 1, t he
second st ep of t he  r e gres si on anal ysi s rev eal ed  t h at  S LMX  i s posi t i vel y re l at ed t o
AS C ( β = , 58 ; p < , 01 ). Thi rd l y , i n t he se cond h ypot hesi s we proposed a n egat i ve
rel at i onshi p bet ween E LMX and AS C . S t ep 2 of t he re g ressi on anal ysi s , h owever,
reveal ed a  no n - si gni fi ca nt  rel at i onshi p bet we en E LMX  and AS C ( β = - , 04 ; p >
,05 ). Fourt h l y , H ypot hes i s 3 proposed t hat t he rel at i onshi p bet ween S LMX and
AS C woul d be m oderat ed b y S OE.  The l ow er t he S OE, t he m ore p osi t i ve t he
rel at i onshi p. In ad di t i on, H ypot hesi s 4 prop ose d t hat  t he rel at i onshi p bet ween
E LMX  and AS C woul d al so be m ode rat ed  b y S OE. The hi gh er t he  S OE , t he l ess
negat i ve t he r el at i onshi p. S t ep 4 of t he re gr es si on anal ysi s r eveal e d t hat  t he
i nt eract i on t erm s  for bot h S LMX ( β = ,05 ; p > ,0 5) and E LMX ( β = - ,0 2 ; p > ,05 )
were not  si gni fi cant . As a resul t , no support  was provi ded for H ypot hesi s 2, 3 , and
4. The sum m ar y of t he r e gr essi on anal ysi s can b e f ound i n Tabl e 2.
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5. Discussion and Future Research
The obj ect i ve of t hi s paper was t wofol d:  fi rst , t o anal yz e t he r el at i onshi p bet ween
S LMX and E LMX , respe ct i vel y, and AS C ;  second, t o ex pl ore t he degr ee t o  whi ch
S OE m i ght m oderat e t hese rel at i onshi ps. The m ai n purpose w as t o em p i ri cal l y
i nvest i gat e t hes e r el a t i onshi ps b y res ear chi n g S LMX and E LMX as t wo separat e
const ruct s rat her t han t w o opposi t e ends of t he sam e cont i nuum  ( Buch, Kuvaas,
and D ysvi k 2011). Thi s was done b y usi n g n ew scal es devel op ed b y Buch,
Kuvaas, and D ysvi k (201 1).
It was p revi ousl y est ab l i shed t hat  t he qu al i t y o f LMX  det erm i nes  t o whi ch ex t ent
em pl o ye es feel  t hat  t hei r  goal s and needs ar e ful f i l l ed (C ropanz ano and Mi t chell
2005;  W ang et  al . 2005;  Graen and Uhl - Bi en 19 95). W i t h S LMX addres si ng t he
soci o - em ot i onal aspe ct s of t he l ead er - em pl o ye e r el at i onshi p, t hi s shoul d p rom pt
em pl o ye es t o reci proc at e i n t he sam e m anner (Bl au 1964;  W alum bwa ,
C ropanz ano, and Gol dm an 2011;  Kuvaas et  al . 2012;  Uhl - Bi en and Masl yn  2003) .
Thus, we h ypot hesi z ed  a posi t i ve rel at i onshi p bet ween S LM X and AS C . In
al i g nm ent  wi t h pri or res earch t hat  found a posi t i ve associ at i on bet ween soci al
ex change rel at i onshi ps and AOC (cf. Townse nd, P hi l i ps, and El ki ns 2000;
Epi t ropaki  and Mart i n 2005 ;  Li den et  al . 2000;  S chri eshei m  et  al  2000; W a yne et
al . 2009 ;  Buch, Kuvaa s, and D ysvi k 2011 ) , we found support  for our fi rst
h ypot hesi s ( β = ,58 an d p < ,01) . Thi s m eans t hat  a rel at i onshi p based on
chara ct eri st i cs such as m ut ual  t rust , support , and cari n g posi t i vel y aff ect s t he
degree t o whi ch em pl o yees fe el  em ot i onal l y at t a ched t o t hei r supervi sor. Thi s i s
an i m port ant fi ndi ng as i t cont ri but es t o bot h t he LMX - and a ffect i ve
com m i t m ent - l i t erat ure, s howi ng t hat  S LMX do e s not  onl y posi t i vel y re l at e t o
AOC , but  al so t o AS C .
E LMX rel at i onshi ps , on  t he ot her h and, a re m ai nl y de fi ned b y t he  ex change of
cont ract ual  obl i gat i ons,  focus si ng on t r ansac t i onal  and econom i c al bases.
Em pl o yees , whos e rel at i onshi p s wi t h t he supervisor are pr edom i nant l y b ased on
econom i c ex chan ges , a re  l ess ps ychol o gi cal l y an d em ot i onal l y i nv ol ved  wi t h t he
l eader ( Buch, Kuva as, a nd D ysvi k 2011) . Hence , we ex pect ed t o fi nd a negat i ve
rel at i onshi p bet ween E LMX and AS C . The resul t s from  t he re gressi on ana l ysi s ( β
= - ,04  and p >  ,05) sho w a  non - si gni fi cant  rel at i onshi p , i ndi cat i ng no su pport  for
our second  h ypot hesi s. Thi s fi ndi ng i s part i al l y i n al i gnm ent  wi t h rese arch  b y
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S hore et  al . (2006)  and Or gan (1990), who  foun d t hat , bec ause o f i t s co nt ract ual
nat ure, rel at i onshi p s ch a ract e ri z ed b y econom i ca l  ex changes c an  be un re l at ed t o
OC B and wo rk per form a nce .
W i t h rega rds t o t he  cor rel at i ons (T abl e 1),  we  found t hat  E LMX  i s r el at i vel y
weakl y co rrel at ed wi t h S LMX ( r = - ,33 and p < ,01). Thi s i s an i m port ant
cont ri but i on as i t support s t he resul t s of previ ous resear c h i ndi cat i ng t hat S LMX
and E LMX shoul d i nd eed r at her b e con cept u al i z ed as t wo di st i nct  concept s
(Buch,  Kuva as, and D ys vi k 2011). Thus, a  posi t i ve rel at i onshi p bet ween S LMX
and AS C  does not  neces sari l y i nduc e a n e gat i ve rel at i onshi p bet ween E LMX and
AS C and vi ce ve rsa . At  t he sam e t i m e, i t  i s possi bl e for t wo di st i nct  con cept s t o
predi ct  di ffe rent  out com es. C onsequent l y, whi l st  S LMX seem s t o be a sound
predi ct or for AS C , our fi ndi ng s i ndi cat e t hat  E LM X i s not  a  predi ct or fo r t h e sam e
t ype o f com m i t m ent . E LMX m i ght , how ever,  be a p redi ct or for ot he r  t ypes  of
com m i t m ent , especi al l y cont i nuance com m i t m ent whi ch i s based o n cost - benefi t
anal ysi s. D ependi n g o n source and app ropri at i on, a rel at i onshi p coul d be
est abl i shed bet we en E LMX and bot h cont i nuance com m i t m en t  t oward t he
supervi sor and cont i nua nce com m i t m ent  t oward s t he or gani z at i on. Ther efore, i n
t he fut ure  i t  woul d b e i nt erest i n g t o ex am i ne t he r el at i onshi p bet ween  E LMX and
S LMX , r espect i vel y, and bot h cont i nuance and no rm at i ve com m i t m ent .
Accordi n g t o p rev i ous r esear ch em pl o yees a ckn owl edge t hat  t he supervi sor act s
on behal f of t h e or gani z at i on, but t he degr ee o f t hi s reco gni t i on di ffe rs across
em pl o ye es (Ei senbe r ger  et  al . 2002;  Ei senberger et  al . 2010) . In t hei r st ud y,
Ei senber ge r et  al . (2010 )  found t hat t h e posi t i ve rel at i on shi p bet we en LMX and
AOC  was m oderat ed b y S OE. From  t hi s, we propo sed t hat  S OE woul d al so
m oderat e t he rel at i onshi p bet ween S LM X and AS C  a s wel l  as t he one bet ween
E LMX and AS C . In our  t hi rd h ypot hesi s w e, t h erefo re, prop osed t hat u nd er t he
condi t i on of l ow S OE, SLMX woul d even m ore posi t i vel y a ffe ct  AS C , since t he
supervi sor woul d b e r ec ogni z ed as  t he sol e  sour ce of  t he posi t i ve t r eat m ent . In
l i ne wi t h t hi s argum ent , i n our fourt h h ypot he si s we ex pect ed hi gh S OE t o
posi t i vel y count erb al anc e a ne gat i ve r el at i onshi p bet ween E LMX and AS C , gi ven
t hat  em pl o ye es woul d at t ri but e t he econom i c  ex change r el at i onshi p t o t he
organi z at i on rat her t han t o t he supervi sor. C ont rar y t o Ei senbe r ger et  al .  (2010)
and t o our ex pect at i ons, we found  nei t her suppo r t  for H ypot hesi s 3  ( β = , 05; p >
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,05) nor fo r H ypot hesi s 4  ( β = - ,02; p > ,05) . Th e s e fi ndi ng s coul d be du e t o t hree
possi bl e reasons:  Fi rst , the di screpan c y bet w een our fi ndi ngs and Ei senber ger et
al . (2010) coul d be r el at e d t o t he fact  t hat , i n con t rast  t o our st ud y, Ei senb er ger et
al . (2010) di d not  sep a rat e bet w een S LMX a nd E LMX.  Howev er, p revi ous
resea rch re com m ends t hat  bot h di m ensi ons o f LMX  shoul d be con si dered
si m ul t aneousl y ( Buc h, Kuvaas, and D ysvi k 2011; Kuvaas et  al . 2012; Gerst ner
and Da y 1997;  Gr aen and Uhl - Bi en 1995 ). S econd, r esea rch unt i l  n ow has
reach ed no  con cl usi on r egardi n g t h e di re ct i on i n  whi ch S OE  works.  Ei se nber ger
et  al . (2010), for i nst a nce, ar gu e t hat  i t  i s a one - wa y rel at i onshi p , wi t h t he
ex peri ence o f t he  l ea der - em pl o ye e r el at i ons hi p bei ng t rans fer red  t o t he
organi z at i on i n case of hi gh S OE. Yoon and T h ye (2000) , on t he ot he r hand,
suggest  t h at  i t  coul d al s o be a t wo - wa y rel at i onsh i p , wi t h ex peri ences  m ad e wi t h
t he or gani z at i on al s o i m pact i ng t he l eade r - e m pl o yee rel at i onshi p a nd i t s
out com es. In al i gnm ent  wi t h Ei senberger et  al . (2010) o ur fi ndi ngs suggest  t hat
t hi s i s i ndeed a one - wa y rel at i onshi p . Thus, ex changes m ade wi t h t he supervi sor
are r el evant  fo r t he est ab l i shm ent  of A OC  i n case  of hi gh S OE , but t he al i gnm ent
wi t h t he organi z at i on i s not  rel evant  fo r t he de vel opm ent  of AS C . Thi rd, our
part i ci pant s ar e rel at i vel y hom o genous and S OE  i n our sam pl e shows a m ean of
3,52 wi t h a st andard d ev i at i on of ,84 whi ch coul d  repres ent  a r est ri ct i on of ran ge,
t hus l i m i t i ng t he pot en t i al  t o draw con cl usi ons about  t he i m pact  of di ff ere nt  l evel s
of S OE. Fut u re st udi es shoul d , t herefo re, i nvest i gat e t he rel at i onshi p wi t h m ore
di verse sam pl es i n o rder  t o be abl e t o d et erm i ne t he i nfl uenc e of S OE, si n ce t her e
m i ght  st i l l  be condi t i ons unde r whi ch S OE affec t s t he rel at i onshi p bet ween t he
t wo LMX di m ensi ons an d AS C .
Fut ure rese arch m i ght  al so want  t o l ook i nt o a p ot ent i al  i nt eract i on of A S C  and
AOC  i n order t o i l l um i nat e t he ci rcum st an ces und er whi ch t he respe ct i ve k i nds of
com m i t m ent  are m o re benefi ci al and how t he y m i ght be fost ered. In general ,
resea rch seem s t o consi der AOC  as t he superi or form  of com m i t m ent , si nce i t
refe rs t o t he  whol e o r gani z at i on, t hus bei n g i ndependent  of  col l e a gues and
supervi sors. The  supervi sor, and t hus AS C , m i gh t  for i nst anc e be  m ore i m port ant
i n cases wh er e em pl o ye e s fi nd i t  di ffi cul t  t o j udge  or bel i eve  i n t he or gani z at i on or
t he ent i t y t h e y ar e wor ki ng for i s rel at i vel y i ndependent  of t he rest  of t he
organi z at i on. P ossi bl e scenari os a re m er gers a nd acqui si t i on s, depart m ent s or
branches of gl obal l y di sp ersed or gani z at i ons, or c ongl om er at es t hat  work wi t hi n a
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wi de ran ge o f i nd ust ri es. Thus, consi deri ng A S C  and AOC  si m ul t aneousl y i n
si m i l ar fut ure st udi es m i ght  yi el d i nt e rest i n g r esul t s, especi al l y wh en a t t h e sam e
t i m e em pl o yi n g a l on gi t udi nal  desi gn.
6. Limitations
W hi l e our fi ndi ngs are based on a consi derabl e sam pl e si z e (N = 208) and rai se
i nt erest i ng i m pl i cat i ons about  how affect i ve super vi sor com m i t m ent  i s i nfluenced
b y t he rel at i onshi p bet w een t he supervi sor and t he em pl o ye es and t he percei v ed
cl oseness of t h e l ead er t o t he or gani z at i on, t he y shoul d be i nt erpret ed i n l i ght  of
several  l i m i t at i ons.
Fi rst l y, d espi t e t he num ber of respondent s, t he  ex t ernal  gener al i z abi l i t y of our
fi ndi ngs m i ght  be l i m i t ed due t o t he fa ct  t hat  our part i ci pant s ar e qui t e
hom ogenous  wi t h re ga rd t o sev eral  cha ract e ri st i cs. The m aj ori t y of t he
part i ci pant s are al um n i  of B I ’s Master of Science in Leadership and
Or gani z at i onal  P s ychol o g y . Thus, t h e y ar e hi ghl y e ducat ed, em pl o yed m ai nl y i n
t he pri v at e sect or , and hol d sophi st i cat ed j obs. Moreover, t he y ar e pot ent i al l y
fam i l i ar wi t h our resear c hed concept s and res ear c h m et hods. Therefore, i t  woul d
be i nt erest i n g t o know w het her our fi ndi n gs coul d  be repl i cat ed i n ot her sa m pl es.
S econdl y, ou r s t ud y i s of  cross - se ct i onal  desi gn. Hence,  t he de gre e t o whi ch val i d
causal  i nf er ences  c an b e de ri ved i s l i m i t ed (P odsakoff , M acK enz i e, Lee , and
P odaskoff 2003). Even t hough we i ncl ud ed va ri ous cont rol  vari abl es, w e cannot
rul e out  al t ernat i ve ex pl anat i ons for our fi ndi n gs  (S hadi sh, C ook, and C am pbel l
2001). Acco rdi ng t o r es earch, t h e devel opm ent  of AS C can be af fe ct e d b y a
vari et y o f fact ors, such as personal i t y, f am i l y, fr i ends, and cul t ure ( Ivers on and
But t i gi e g 1999 ). Th e m aj ori t y of  our r espondent s were Norw e gi an, a cco rdi ngl y, i t
woul d be i nt erest i ng t o see whet he r st udi es i n anot her cul t ural  cont ex t  woul d yi el d
si m i l ar resul t s. Ac cordi ng t o Fi ske (1991), fo r i nst ance,  Am eri c ans t end t o
percei v e support  as  an  econom i c ex change w hi ch coul d l ower  t he posi t i ve
rel at i onshi p bet ween S LMX and AS C (Yoon and  Th ye 20 00;  Fi ske 1991).
Thi rdl y, for ou r r esea rch  we rel i ed ex cl usi vel y o n sel f - r eport  m e asures t hat  oft en
l ead t o com m on m et hod  bi as . Thi s bi as const i t ut es a pot ent i al l y seve re p robl em ,
espe ci al l y i n behavi ou ra l  resear ch, si nce i t  i s a  m aj or source o f m easu rem ent
G R A 1 9 0 0 0  M a ste r  T he sis 0 1 . 0 9 . 2 01 2
P a ge 2 4
error. C onsequent l y, i t  jeopardi z es t he val i di t y of concl usi ons drawn about  t he
rel at i ons bet ween di f fer ent  m easures. (P odsako ff et  al . 2003) Ac cord i ng t o
P odsakoff et  al . (2003), t h e probl em s associ at ed wi t h com m on m et hod vari anc e
can b e r educ ed b y m eas uri ng i ndepend ent  and  c ri t eri on va ri abl es s epar at el y.  In
our st ud y w e fol l owe d t hi s suggest i on b y col l ect i ng ou r dat a wi t h t wo
quest i onnai res di st ri but e d wi t h a 14 - da y - t i m e l a g. Moreov er, we i nform ed t he
respondent s t hat  t hei r  da t a woul d be t r eat ed  conf i dent i al l y and  anon ym ou sl y, i n
order t o d ec reas e t he  l i kel i hood of di st ort i ons due t o so ci al  desi r abi l i t y or
i m pressi on m ana gem ent . In addi t i on, wi t h t h e i nt e nt  t o asce rt ai n wh et her  c om m o n
m et hod vari anc e m i ght  pose a probl em  i n our s t ud y, we run a Harman’s One -
Fact or - Test  (P odsakof f a nd Organ 1986). P ri nci p al  com ponent  anal ysi s ge nerat ed
fi ve fact ors wi t h ei genv a l ues equal  or above one.  The vari anc e ex pl ai ned b y t he
fact ors  ran ges f rom 19 , 19 per  cent ( Fact o r 1)  t o 8,52 pe r cent (F act or  5). T hi s
i ndi cat es t hat  i n t hi s stud y, com m on m et hod vari anc e i s not  a severe i ssue
(P odsakoff and  Or gan 1 986) . Fut ur e res ear ch, i n order t o obt ai n m ore accur at e
dat a and ev en furt he r d i m i ni sh t he pot ent i al t hreat s of com m on m et ho d bi as,
shoul d opt i m al l y com pl em ent  sel f - repo rt  m easures wi t h peer rat i ng s as sessi ng
affe ct i ve com m i t m ent  a nd wi t h dat a from  pe ers  and m ana ge rs assess i n g S LMX
and E LMX, even i f  t hose rat i n gs al so l ack ac cur ac y ( Buch,  Kuva as, and  D ysv i k
2011;  Kam m erm e ye r - M uel l er, S t eel , and R ub enst ei n 2010;  C ram pt o n and
W agner  1994;  Or gan an d Konovsk y 1989). C om bi ni ng seve ral  sour ces s e em s al l
t he m ore  wa rrant ed  si n ce, du e t o b ei n g a d ya di c rel at i onshi p, LM X can b e
measured both form a leader’s and from a follower’s perspective. Research in this
fi el d has reveal ed t hat  percept i ons of l eade rs and fol l owers conce rni ng t hei r
rel at i onshi p di ffe r gre at l y,  possi bl y due  t o di ffe r ences i n p erspe ct i ves or  cri t eri a
em phasi z ed i n t he eval ua t i on process ( London 19 9 5;  Lord and Mah er 199 1). It  i s
al so suggest ed t hat  supe rvi sors and em pl o ye es m i ght  st ress di ff erent  e x change
di m ensi ons when ev al ua t i ng t hei r  work  rel at i onshi ps. Em pl o ye es, fo r i n st ance,
m i ght  focus m o re on so c i al  di m ensi ons, whi l e l ea ders m i ght  focus m or e o n work -
rel at ed di m ensi ons. ( Da y a nd C rai n 1992;  M asl yn  and Uhl - Bi en 2001;  Docker y
and S t ei ner 1990) Ac c ordi ngl y, fut ur e rese ar c h m i ght  not  onl y bene fi t  from
est abl i shi ng a val i d E LMX/ S LMX sc al e for l ea ders, but  al so from  b asi ng t h ei r
st udi es on dat a from bot h d ya ds and  ev en l on gi t udi nal  desi gns,  i n ord er t o  capt ur e
possi bl e devel opm ent  pr ocesses ove r t i m e ( Zhou and S chri eshei m  2008).
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Fi nal l y, du e t o we ak fa ct or l oadi ngs o r cross - l o ad i ngs, we ex cl uded t hree S LMX -
i t em s, one E LMX - i t em  as w el l  as fou r S OE - i t em s. In ord er t o rul e out  t he
possi bi l i t y t hat  t he resu l t s i n our st ud y w ere  t o a c ert ai n de gree  due  t o t he
om i ssi on of i t em s ( Kuvaas et  al . 2012) , w e per for m ed a suppl em ent ar y re gressi on
anal ys i s whi ch i ncl ude d t he com pl et e scal es (Appendi x  3) . The re gr essi on
anal ysi s show ed si m i l ar r esul t s (S LMX: β = ,64 a nd p < ,01;  E LMX: β = - ,01 and
p > ,05;  S LMX x  S OE: β = ,05 and p > ,05;  E LMX x  S OE: β = - ,05 and p > ,05 )
t o our i ni t i al  anal ys i s (Ta bl e 2) , consequent l y i ndi cat i ng t hat  t h e re we re no pi t fal l s
due t o i t em  om i ssi on .
7. Conclusion and Practical Implications
Despi t e i t s l im i t at i ons, t hi s st ud y rai ses som e i nt erest i ng i ssues and pract i cal
i m pl i cat i ons wi t h respect  t o t he rel at i onshi p between S LM X/ E LMX, A S C  and
S OE.
Our st ud y cont ri but es t o  t he LMX l i t erat ur e b y provi di ng fu rt her evi den ce t hat
S LMX and E LMX a re t wo di st i nct  concept s t hat  shoul d be st udi ed
si m ul t aneousl y. In a ddi t i on, i t  con t ri but es t o t he affe ct i ve com m i t m ent  l i t erat ur e
b y sho wi ng support  fo r a posi t i ve  rel at i onshi p bet we en S LMX and  AS C .
Furt herm o re, t he fi ndi n g t hat  S OE doe s m oderat e nei t her t he S LMX - AS C nor t he
E LMX - AS C  rel at i onshi p cont ri but es t o  Ei senb er ger  et  al . 's (20 10 ) st ud y, b y
suggest i n g t hat  S OE i s  i ndeed a  uni di rect i on al  conc ept , worki n g f r om  t he
supervi sor t o t he or gani z at i on.
The fi ndi n g t hat  S LMX posi t i vel y rel at es t o AS C , whi l e E LMX i s un rel at ed t o i t ,
i m pl i es t hat l eaders shoul d put  em phasi s on t he soci al  e x change r el at i onshi ps wi t h
t hei r subordi nat es. B y d evel opi ng p art ne rshi ps based on t rust  and resp ect  t hat
honour employees’ needs and expectations, leaders are able to induce affective
supervi sor com m i t m ent , t hus m ot i vat i ng subordi n at es t o en ga ge i n b ehavi o urs t hat
go b e yond t hei r i m m ed i at e j ob desc ri pt i on i n order t o achi ev e or gani z at i onal
success. Mor eove r, suc h rel at i onshi ps we re s hown t o rel at e posi t i vel y t o
employees’ well - bei n g a nd prevent  r et al i at i on be havi our, henc e fu rt her a ddi ng t o
organi z at i onal perform an ce and suc cess.
G R A 1 9 0 0 0  M a ste r  T he sis 0 1 . 0 9 . 2 01 2
P a ge 2 6
W e di d not  fi nd support  for a m ode rat i ng rol e of S OE i n t hi s st ud y, whi ch  i m pl i es
t hat  t he com m i t m ent  of em pl o yees t o t hei r supervi sor does not  depend on whet her
t he l ead er i s p er cei ved  as or gani z at i onal  a gent  or as i ndi vi dual . Th i s, h owever,
does not  m ean t hat  S OE  shoul d be under est i m at ed when consi deri n g t he  bi gge r
pi ct ure of r el at i onshi ps and i nt eract i ons i n or gani z at i ons.
T he rol e o f t he o r gani z at i on i n est abl i shi ng LMX rel at i onshi ps shoul d not  go
unnot i ced. S LMX r el at i onshi ps i n gener al  wer e  found t o be t he prer equ i si t e for
organi z at i onal  success  a nd em pl o ye e wel l - bei n g.  The o r gani z at i on i s i n a  uni que
posi t i on t o faci l i t at e t h e devel opm ent  of  posi t i ve S LMX rel at i onshi ps bet ween t h e
l eader and as m an y em pl o ye es a s possi bl e, t hus l a yi n g a sound founda t i on for
perform an ce  and su ccess . On t he on e hand,  t hi s c an be don e b y p rovi di ng l eaders
with measures, tools, and organizational freedom to develop their employees’
ski l l s, i ncorporat e t hei r f eedba ck, consi de ri ng t h e i r needs, and  or gani z e h ow t he
work i s done. On t he ot her hand, t he or gani z at i on  can provi de t he l ead ers wi t h t he
necessa r y t r ai ni ng and d evel opm ent  t o be abl e t o reco gni z e t hese pot ent i al s and
t he or gani z at i onal  cont ex t  t o act  on t h em . Thus, o rgani z at i ons can fost er n ot  onl y
t he rel at i onshi ps bet ween t he l eaders and t h ei r subordi nat es, but  al so t he
rel at i onshi p bet ween t h e l eader and t he nex t  hi erar chi cal  l evel  or t h e or gani z at i on.
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9. Appendix
9.1. Appendix 1 - Control variables
Table 1
Gender
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
Cu mu la ti ve
P e r  c e nt
Va lid M a n 1 1 1 5 3 , 4 5 3 , 4 5 3 , 4
W o me n 9 7 4 6 , 6 4 6 , 6 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
Table 2
Educational level
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
Cu mu la ti ve
P e r  c e nt
Va lid
Hig h sc ho o l o r  lo we r
1 , 5 , 5 , 5
T hr e e  ye a r s o r  le ss a fte r  hi g h s c ho o l
5 2 , 4 2 , 4 2 , 9
Five  ye a r s o r  mo r e  a fte r  hi g h s c ho o l
2 0 2 9 7 , 1 9 7 , 1 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
Table 3
Age, Tenure, Dyad tenure
N M ini mu m M a xi mu m M e a n
Std .
De via tio n
Age 2 0 8 2 1 6 5 3 2 , 0 3 7 , 2 1
T e nur e 2 0 8 0 2 3 3 , 6 7 3 , 8 3
D ya d  te n ur e 2 0 8 0 2 0 2 , 5 1 3 , 0 2
Va lid  N ( list wise ) 2 0 8
Table 4
Personnel responsibilities
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
Cu mu la ti ve
P e r  c e nt
Va lid Ye s 1 6 1 7 7 , 4 7 7 , 4 7 7 , 4
No 4 7 2 2 , 6 2 2 , 6 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
G R A 1 9 0 0 0  M a ste r  T he sis 0 1 . 0 9 . 2 01 2
P a ge 3 6
Table 5
Size of the organization
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
Cu mu la ti ve
P e r  c e nt
Va lid Le s s tha n 5 0 4 4 2 1 , 2 2 1 , 2 2 1 , 2
M o r e  tha n 1 0 0  e mp lo ye e s 5 1 2 4 , 5 2 4 , 5 4 5 , 7
M o r e  tha n 3 0 0  e mp lo ye e s 1 3 6 , 3 6 , 3 5 1 , 9
M o r e  tha n 5 0 0  e mp lo ye e s 1 9 9 , 1 9 , 1 6 1 , 1
M o r e  tha n 1 0 0 0  e mp lo ye e s 8 1 3 8 , 9 3 8 , 9 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
Table 6
Private or public organization
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
Cu mu la ti ve
P e r  c e nt
Va lid P r iva te 1 7 7 8 5 , 1 8 5 , 1 8 5 , 1
P ub lic 3 1 1 4 , 9 1 4 , 9 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
Table 7
International organization
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
Cu mu la ti ve
P e r  c e nt
Va lid Ye s 1 2 6 6 0 , 6 6 0 , 6 6 0 , 6
No 8 2 3 9 , 4 3 9 , 4 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
Table 8
Gallup or Alumni
Fr e q ue nc y P e r  c e nt
Va lid P e r
c e nt
C u mu la ti ve
P e r  c e nt
Va lid Ga llup 2 4 1 1 , 5 1 1 , 5 1 1 , 5
Al u mn i 1 8 4 8 8 , 5 8 8 , 5 1 0 0
T o ta l 2 0 8 1 0 0 1 0 0
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9.2. Appendix 2 - Exploratory Factor Analysis
Principal Component Analysis with Varimax Rotation
It ems E LM X S LM X S OE S C
E LM X 8 :  I wat ch  care fu l l y t h at  I get  so met h i n g t an gi b l e in  ret u rn  fo r
d o in g so met h i n g ext ra fo r my i m med i at e su p ervi so r.
,80
E LM X 1 :  I on l y wan t  t o  do  mo re fo r my i mmed i at e su p ervi so r wh en  I
kn o w i n  ad van ce wh at  I wi l l  get  i n  ret u rn .
,74
E LM X 10 :  If I i n crease my e ffo rt s o n  b eh al f o f my i mmed i at e su p ervi so r,
i t  i s b ecau se I wan t  so met h i n g sp eci fi c i n  ret u rn .
,74
E LM X 3 :  I am o n l y wi l l i n g t o  exert  ext ra effo rt  fo r t h e b en efi t  o f my
i mmed i at e su p ervi so r i f I b el i eve i t  wi l l  i n crease my ch an ces o f
ach i evi n g p erso n al  b en efi t s su ch  as mo re. at t ract i ve wo rk assi gn me n t s o r
a p ro mo t i o n.
,71
E LM X 5 :  I u su all y n ego t i at e wi t h  my i mmed i at e su p ervi so r h o w I wi l l  b e
reward ed  fo r p erfo r mi n g a gi ven  t ask.
,68
E LM X 7 :  If I am go i n g t o  exert  ex t ra effo rt  fo r my i mmed i at e su p ervi so r
I wei gh  t h e ad van t ages an d  d i sadvan t ages o f d o i n g so.
,68
E LM X 6 :  I rarel y o r n ever p erfo r m a fa vo u r fo r my i mmed i at e su p ervi so r
wi t h o u t  h avi n g a cl ear exp ect at i o n  t h at t h i s favo u r wi l l  b e ret u rn ed
wi t h i n  a sh o rt  sp ace o f t i me.
,66
E LM X 4 :  I wa t ch  ver y c are fu l l y wh at  I get  fro m my i mmed i at e
su p ervi so r,  rel at i ve t o  wh at  I con tri b u t e.
,66
E LM X 2 :  In  o rd er fo r me t o  feel  c ert ai n  t h at  I wi l l  recei ve so met h i n g i n
ret u rn  fo r a favo u r,  my su p ervi so r an d  I h ave t o  sp eci fy t h e ret u rn  in
ad van ce
,59
E LM X 9 :  If my i mmed i at e su p ervi so r do es so met h i n g ext ra fo r me,  I t ry
t o  ret u rn  th e favo u r as so o n  as p ossi b l e i n  o rd er to  rest o re t h e b al ance i n
o u r gi ve an d  t ake rel at i on sh ip .
,55
E LM X 11 :  Wh en  I rep ay my i mmed i at e su p ervi so r fo r a favo u r,  i t  is
u su al l y n o t  b ecau se I feel  grat e fu l ,  o r b ecau se I feel  I sh o u ld ,  bu t  rat h er
b ecau se i t  can  h ave n egat i ve co n seq u en ces fo r me i f I fai l  t o  do  so.
, 4 0 - , 3 8
S LM X 4 : E ven  t ho u gh I ma y n o t  al wa ys re cei v e t h e reco gn i t i on  I deserv e
fro m my i mmed i at e su p ervi so r, I kn o w t h at  h e o r sh e wi l l  t ake go o d  care
o f me i n  t h e fu t u re.
, 3 8
S LM X 7 : I t ry t o  l oo k ou t  fo r t h e b est  i n t erest  o f my i mmed i at e
su p ervi so r b ecau se I can  rel y o n  my i mmed i at e su p ervi so r t o  t ake care o f
me.
,73 , 3 1
S LM X 6 : M y i mmed i at e su p ervi s o r h as mad e a si gn i fi can t  i n vest men t  i n
me.
,71
S LM X 8 : Th e t h i n gs I d o on  t h e j ob  t od ay wi l l  b en efi t  my st an d i n g wi t h
my i mmed i at e su p ervi so r i n  t h e lo n g run .
,70
S LM X 5 : M y rel at i o n sh i p wi t h  my i mmed i at e su p ervi so r i s b ased  on
mu t u al  t ru st .
,65 , 3 4
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S LM X 2 : I wo rry t h at  al l  my e ffo rt s o n  b eh al f o f my i mmed i at e
su p ervi so r wi l l  n ever b e reward ed .
,65
SLMX1: I don’t mind working hard today – I kn o w I wi l l  even t u al l y b e
reward ed  b y my i mmed i at e su p ervi so r.
, 5 5 , 3 8
S LM X 3 : M y rel at i o n sh i p wi t h  m y i mmed i at e su p ervi so r i s ab ou t  mu t u al
sacri fi ce;  so met i mes I gi ve mo re t h an  I recei ve an d  so met i mes I rec ei ve
mo re t h an  I gi ve.
, 4 5 , 3 9
S OE 5 :  M y su p ervi so r i s ch aract eri st i c o f my o rgan i sat i o n . ,89
S OE 9 :  M y su p ervi so r i s t yp i cal  o f my o rg an i zat i o n . ,89
S OE 6 :  M y su p ervi so r an d  my o rg an i sat i o n  h ave a l o t  in  co mmo n . ,88
S OE 8 :  M y su p ervi so r i s rep resen t at i ve o f my o rg an i sat i o n . ,87
S OE 7 :  Wh en  I am e val u at ed  b y my su p ervi so r,  i t  i s th e same a s b ei n g
eval u at ed  b y my o rg an i sat i o n .
,55
S OE 3 :  Wh en  my su p ervi so r co mp l i men t s me,  i t  i s t h e same as my
o rgan i sat i o n  co mp l i men t i n g me.
, 8 3
S OE 1 :  Wh en  my su p ervi so r en co u rages me,  I b el i eve t h at  my
o rgan i sat i o n  i s en cou ragi n g me
, 7 9
S OE 4 :  Wh en  my su p ervi so r p a ys at t en t i on  t o my e ffo rt s, I b el i eve t h at
my o rgan i sat i o n  i s p ayi n g at t en t i o n  t o my e ffo rt s.
, 7 6
S OE 2 :  Wh en  my su p ervi so r i s p l eased  wi t h  my wo rk,  I fe el  t h at  my
o rgan i sat i o n  i s p l eased .
, 7 5
S C2 :  I ap p reci at e my su p ervi so r. ,85
S C3 :  I feel  p rou d t o  wo rk wi t h  my su p erv i so r. ,84
S C1 :  I feel  a sen se o f resp ect  fo r my su p ervi so r. ,80
S C4 :  M y su p ervi so r mean s a l o t  to  me. ,80
S C5 :  I am n o t  real l y at t ach ed  t o  my su p ervi so r. ,70
S C6 :  I feel  l i t t l e ad mi rat i o n  fo r my su p ervi so r. ,59
Fa c to r  lo a d ing o f le s s tha n . 3 0  a r e  no t sho wn. Bold and underlined loadings are included in the
final scales.
E LM X: E c o no mic  le a d e r - me mb e r  e xc ha n ge ; S LM X: So c ia l le a d e r - me mb e r  e xc ha n ge ; S OE :
Supervisor’s Organizational Embodiment; SC: Affective Supervisor Commitment.
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9.3. Appendix 3 - Supplementary regression analysis including the complete
scales
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9.4. Appendix 4 - Questionnaire
Time 1 - Norsk
Kj ø nn
 M a nn
 Kvi nne
Ald e r
 1 0 - 1 0 0
Utd a nne l se s ni vå
 Vid e r e gå e nd e  s ko le  e lle r  la ve r e
 T r e å r  e lle r  mi nd r e  uto ve r  vid e r e gå e nd e  s ko le
 Fir e  å r  e lle r  me r  uto ve r  v id e r e gå e nd e  s ko le
Anta ll å r  i nå v ær e nd e  j o b b
 0 - 9 0
Anta ll å r  u nd e r  nå vær e nd e  næ r me ste  le d e r ?
 0 - 9 0
E r  d u le d e r  me d  p e r so na la n sv a r ?
 J a
 Ne i
De  fø lge nd e  ut sa g ne ne  o mha n d le r  d in vur d e r in g a v hvo r d a n d u o p p le ve r  r e la sj o ne n me d  d in
nær me ste  le d e r .  An gi hvo r  e ni g d u e r  i ut sa g ne ne  p å  e n ska la  fr a  " Svær t ue ni g"  til " Svær t e nig"
De r so m j e g stå r  p å  e kstr a  i d a g e r  j e g te mme lig si kke r  p å  a t mi n n ær me ste  le d e r  vil s tille  o p p  fo r
me g h vis j e g ha r  b e ho v fo r  d e t
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g e r  b e k ymr e t fo r  a t d e n in n sa tse n j e g gj ø r  fo r  mi n n ær me ste  le d e r  a ld r i vil b li b e lø nne t
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Re la sj o n til min n ær me ste  le d e r  ha nd le r  mye  o m gj e nsid i g i mø te ko m me n he t,  no e n ga n ge r  gir  j e g
me r  e n n j e g få r  o g a nd r e  ga n g e r  få r  j e g me r  e nn j e g g ir
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
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 De lvi s e ni g
 Sv ær t e ni g
Sid e n j e g sto le r  p å  a t min n ær me ste  le d e r  vi l ta  go d t va r e  p å  me g so m me d a r b e i d e r ,  ve lge r  j e g å  se
p å  sto r t p å  d e t o m ha n e lle r  hu n ik ke  a lltid  gir  me g d e n a ne r k j e nne lse n j e g me ne r  j e g fo r tj ene r
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Re la sj o ne n ti l mi n nær me ste  l e d e r  e r  b a se r t p å  gj e nsid ig tilli t
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g o p p le ve r  a t mi n n ær me ste  le d e r  ha r  inve ste r t mye  i me g
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g fo r sø ke r  å  b id r a  til å  iva r e ta  min n ær me ste  le d e r s inte r e ss e r  fo r d i j e g sto le r  p å  a t ha n e lle r  hu n
vil ta  go d t va r e  p å  me g
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g tr o r  a t d e n innsa t se n j e g le gge r  ne d  i j o bb e n i d a g vil v ær e  fo r d e la ktig fo r  mi n r e la sj o n t il mi n
nær me ste  le d e r ,  o gså  p å  no e  le n gr e  s ikt
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Ska l j e g b id r a  me d  no e  e kstr a  fo r  mi n n ær me ste  le d e r  ska l j e g p å  fo r hå nd  vite  h va  j e g få r  ti lb a ke
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Ska l j e g v ær e si kke r  p å  å  få  n o e  tilb a ke  fo r  e n tj e ne ste  j e g h a r  gj o r t fo r  min n ær me ste  le d e r ,  må  vi
p å  fo r hå nd  b li e ni ge  o m hva  d e t e r  j e g ska l få
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 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g e r  ku n vill ig ti l å  stå  p å  e k str a  fo r  mi n n ær me ste le d e r  d e r so m j e g tr o r  d e t ø ke r  mi n mul ighe t
fo r  å  o p p nå  p e r so nlige  fo r d e le r  so m fo r  e kse mp e l me r  a ttr a k tive  a r b e id so p p ga ve r  e lle r  e n
fo r fr e mme l se
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g e r  ve ld ig nø ye  me d  a t d e t e r  e t sa ms va r me l lo m hva  j e g gir  o g h va  j e g få r  tilb a ke  i mi n  r e la sj o n
til mi n n ær me ste  le d e r
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
So m r e ge l fo r ha nd le r  j e g me d  mi n n ær me ste  le d e r  o m h va  d e t e r  j e g ska l få  i gj e ngj e ld  fo r  å  gj ø r e
e n o p p ga ve
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g gj ø r  sj e ld e n e lle r  a ld r i e n tj e ne ste  fo r  mi n n ær me ste  le d e r  ute n å  ha  e n k la r  fo r ve ntn in g  o m a t
d e nne  tj e ne ste n vil gj e n gj e ld e s i lø p  a v ko r t tid
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
De r so m j e g ska l b id r a  me d  no e  e kstr a  fo r  min nær me s te  le d e r  a vve ie r  j e g fo r d e le ne  o g ule mp e ne
ve d  å  gj ø r e  d e t
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g e r  nø ye  me d  a t j e g få r  no e  ko n kr e t tilb a ke  nå r  j e g gj ø r  noe  e kstr a  fo r  min nær me s te  le d e r
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
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 De lvi s e ni g
 Sv ær t e ni g
De r so m min nær me s te  le d e r  gj ø r no e  e kstr a  fo r  me g,  gj ø r  j eg o p p  fo r  me g så  fo r t muli ghe t e n b yr
se g fo r  å  gj e no p p r e tte  b a la nse n i vå r t gi o g ta  f o r ho ld
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
De r so m j e g stå r  p å  e kstr a  fo r  mi n n ær me ste  le d e r  e r  d e t fo r  se lv å  få  no e  ko nkr e t ti lb a ke
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Når jeg ’gir noe tilbake’ ti l mi n n ær me ste  le d e r  e r  d e t ikke  n ø d ve nd ig vis fo r d i j e g fø le r  me g
ta kk ne mli g e lle r  fo r d i j e g fø le r  j e g må ,  me n fo r d i d e t ka n ha  ne ga ti ve  ko nse k ve n se r  fo r  me g
d e r so m j e g i kke  gj ø r  d e t
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
De 9 utsa g ne ne  so m fø l ge r  ha nd le r  o m i h vil ke n gr a d d in o p p fa tte lse  a v d in nær me ste
le d e r e r e nsb e t yd e nd e  ne d d in o p p fa tte lse  a v d in o r ga ni sa sj o n
Nå r  min n ær me ste  le d e r  gir  me g o p p mu ntr in g i j o b b e n o p p le ve r  j e g o gså  a t mi n o r ga nisa s j o n
o p p muntr e r  me g
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Nå r  min n ær me ste  le d e r  e r  fo r nø yd  me d  mitt a r b e id ,  tr o r  j e g mi n o r ga ni sa sj o n o gså  e r  fo r n ø yd
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Nå r  min n ær me ste  le d e r  gir  me g a ne r kj e nne l se  e r  d e t so m o m j e g o gså  få r  a ne r kj e n ne lse  f r a  min
o r ga nisa sj o n
 Sv ær t ue ni g
 De lvi s ue ni g
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 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Nå r  min n ær me ste  le d e r  r o se r  mi n in nsa ts,  tr o r  j e g d e t o gså  b lir  la gt me r ke  til a v mi n o r ga nisa sj o n
 Sv ær t ue ni g
 De l vi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
M in n ær me ste  le d e r  e r  ka r a kte r istis k fo r  min o r ga nisa sj o n
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
M in n ær me ste  le d e r  o g min o r ga ni sa sj o n ha r  mye  t il fe l le s
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Nå r  j e g vur d e r e s a v min nær m e ste  le d e r ,  fø le r  j e g a t d e t e r  de t sa mme  so m å  v ur d e r e s a v mi n
o r ga nisa sj o n
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
M in n ær me ste  le d e r  e r  r e p r e se nta ti v fo r min o r ga nisa sj o n
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
M in n ær me ste  le d e r  e r  t yp is k fo r  mi n o r ga ni sa sj o n
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
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Time 1 - English
Ge nd e r
 M e n
 W o ma n
Age
 1 0 - 1 0 0
Le ve l o f e d uc a tio n
 Hig h sc ho o l o r  lo we r
 T hr e e  ye a r s o r  le ss a fte r  hi g h s c ho o l
 Five  ye a r s o r  mo r e  a fte r  hi g h s c ho o l
T o ta l nu mb e r  o f ye a r s i n t he  c ur r e nt j o b
 0 - 9 0
T o ta l nu mb e r  o f ye a r s und e r  t he  sa me  s up e r viso r
 0 - 9 0
Do  yo u ha ve p e r so n ne l r e sp o n sib ili tie s?
 Ye s
 No
T he  fo llo wi ng sta te me nts a r e  a b o ut ho w yo u e xp e r ie nc e  yo u r  r e la tio nship  wit h yo ur  i mme d ia te
sup e r vi so r .  P le a se  ind ic a te  the  e xte nt to  wh ic h yo u a gr e e  wit h the  fo llo wi ng sta te me nt s o n a  sc a le
fr o m " str o ngl y d isa gr e e "  to  " str o ngl y a gr e e "
I don’t mind working hard today – I  kno w I  will e ve nt ua ll y b e  r e wa r d e d  b y my i m me d ia te
sup e r vi so r
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  wo r r y tha t a l l my e f fo r ts o n b e ha lf o f m y i mme d ia te  sup e r viso r  will ne ve r  b e r e wa r d e d
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y r e la tio n ship  wit h my i m m e d ia te  sup e r vi so r  is a b o ut mut ua l sa c r i fic e ; so me ti me s I  g ive  mo r e
tha n I  r e c e ive  a nd  so me ti me s I  r e c e ive  mo r e  tha n I  gi ve
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
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 Str o ngl y a gr e e
E ve n t ho u g h I  ma y no t a l wa ys  r e c e ive  the  r e c o g nitio n I  d e se r ve  fr o m m y i mme d ia te  s up e r viso r ,  I
kno w t ha t he  o r  she  will ta ke  go o d  c a r e  o f me  i n the  f ut ur e
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y r e la tio n ship  wit h my i m m e d ia te  sup e r vi so r  is b a se d  o n mu tua l tr ust
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y i mme d ia te  sup e r v iso r  ha s ma d e  a  sig ni fic a nt i nve st me nt in me
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  tr y to  lo o k o ut fo r  the  b e st i n te r e st o f my i m me d ia te  s up e r v iso r  b e c a use  I  c a n r e l y o n m y
i mme d ia te  s up e r viso r  to  ta ke  c a r e  o f me
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a g r e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
T he  thin gs I  d o  o n the  j o b  toda y will b e ne fit m y sta nd in g wi th my i m me d ia te  s up e r viso r  in  the
lo ng r u n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  o nl y wa n t to  d o  mo r e  fo r  my i mme d ia te  s up e r viso r  whe n I  kno w i n a d va nc e  wha t I  wil l g e t in
r e tur n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I n o r d e r  fo r  me  to  fe e l c e r ta i n tha t I  will r e c e ive  so me t hi ng i n r e tur n fo r  a  fa vo r ,  my s up e r viso r  a nd
I ha ve  to  sp e c if y t he  r e tur n in a d va nc e
 Str o ngl y d isa gr e e
 Disa gr e e
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 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  a m o nl y wi lli ng to  e xe r t e xtr a  e ffo r t fo r  t he  b e ne f it o f my i m me d ia te  s up e r viso r  if I  b e lie ve  it will
inc r e a se  my c ha nc e s o f a c hie v ing p e r so na l b e ne fits suc h a s mo r e  a ttr a c ti ve  wo r k a s si gn m e nts o r  a
p r o mo tio n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  wa tc h ve r y c a r e fu ll y wh a t I  ge t fr o m m y i m me d ia te  s up e r viso r ,  r e la tive  to  wh a t I  c o ntr i b ute
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  usua ll y ne go tia te  wit h my i m me d ia te  s up e r viso r  ho w I  will b e  r e wa r d e d  fo r  p e r fo r mi ng a  give n
ta sk
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I r a r e ly o r  ne ve r  p e r fo r m a  fa v o r  fo r  my i mme d ia te  sup e r v is o r  witho ut ha vi n g a  c le a r  e xp e c ta tio n
tha t t his fa vo r  will b e  r e tur ne d  wit hi n a  s ho r t sp a c e  o f ti me
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I f I  a m go i ng to e xe r t e xtr a  e f f o r t fo r  my i m me d ia te  sup e r vis o r  I  we i g h the  a d va nta ge s a nd
d isa d va nta ge s o f d o ing so
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I  wa tc h c a r e f ull y tha t I  ge t so me t hin g ta ng ib le  in r e tur n fo r  d o ing so me th i n g e x tr a  fo r  my
i mme d ia te  s up e r viso r
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
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I f my i mme d ia te  sup e r v iso r  d o e s so me t hin g e xtr a  fo r  me ,  I  t r y to  r e tur n t he  fa vo r  a s so o n a s
p o ssib le  in o r d e r  to  r e sto r e  the b a la nc e  in o ur  g ive  a nd  ta ke  r e la tio ns hip
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
I f I  inc r e a se  my e f fo r ts o n b e h a lf o f my i m me d ia te  s up e r vi so r ,  it is b e c a use  I  wa nt so me t hi ng
sp e c ific  i n r e tur n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne i the r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
W he n I  r e p a y m y i mme d ia te  s up e r viso r  fo r  a  fa vo r ,  it is u su a ll y no t b e c a u se  I  fe e l gr a te f ul ,  o r
b e c a use  I  fe e l I  s ho uld ,  b ut r a t he r  b e c a use  it c a n ha ve  ne ga ti ve  c o nse q ue nc e s fo r  me  i f I  fa il to  d o
so
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
T he  fo llo wi ng 9  sta te me nt s a r e  a b o ut the  e xte nt to  wh ic h yo u id e nti f y yo ur  i mme d ia te  s up e r viso r
wit h yo ur  o r ga n iz a tio n.  P le a se  ind ic a te  the  e xte nt to  whic h yo u a gr e e  wit h the  s ta te m e nt s o n a
sc a le  fr o m " Str o n gl y d isa gr e e "  to  " Stro ngl y a gr e e "
W he n my sup e r vi so r  e nc o ur a g e s me ,  I  b e lie ve  t ha t my o r ga n isa tio n i s e nc o ur a gi ng me
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
W he n my sup e r vi so r  is p le a se d wit h my wo r k,  I  fe e l t ha t my  o r ga nisa tio n is p le a se d
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
W he n my sup e r vi so r  c o mp li me nts me ,  it is t he  sa me  a s m y o r ga ni sa tio n c o mp l i me nti n g me
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
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W he n my sup e r vi so r  p a ys a tte ntio n to  my e f fo r ts,  I  b e lie ve  t ha t my o r ga nisa t io n is p a yin g a tte ntio n
to  my e ffo r ts
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y s up e r viso r  is c ha r a c te r isti c  o f my o r ga ni sa tio n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y s up e r viso r  a nd  my o r ga nis a tio n ha ve  a  lo t in c o mmo n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
W he n I  a m e va l ua te d  b y my s up e r viso r ,  it is t he  sa me  a s b e i ng e va l ua te d  b y my o r ga nisa ti o n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y s up e r viso r  is r e p r e se nta tiv e  o f my o r ga ni sa tio n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
M y s up e r viso r  is t yp ic a l o f m y o r ga niz a tio n
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  a gr e e  no r  d isa gr e e
 Agr e e
 Str o ngl y a gr e e
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Time 2 - Norsk
J o bb e r  d u i p r iva t e lle r  o ffe ntl i g se kto r .
 P r iva t
 Of fe n tlig
Hva e r  stø r r e lse n p å  se l ska p e t d u j o bb e r  fo r .
 M ind r e  e n n 5 0  a nsa tte
 M e n e n n 1 0 0  a nsa tte
 M e r  e nn 3 0 0  a nsa tte
 M e r  e nn 5 0 0  a nsa tte
 M e r  e nn 1 0 0 0  a nsa tte
J o bb e r  d u fo r  e t inte r na sj o na lt se ls ka p .
 J a
 Ne i
De  6  utsa g ne ne  u nd e r  o mha nd le r  hvo r  ste r k ti lhø r i ghe t d u fø le r  til d in n ær me ste  le d e r .
J e g ha r  sto r  r e sp e kt fo r  min n ær me ste  le d e r .
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g se tte r  vir ke lig p r is p å  min nær me ste  le d e r .
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
De t gj ø r  me g sto lt å  få  a r b e id e  sa mme n me d  min nær me s te  l e d e r .
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
M in n ær me ste  le d e r  b e t yr  mye  fo r  me g.
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
J e g fø le r  me g e ge ntli g i kke  sp e sie lt k n ytte t til mi n n ær me ste  le d e r .
G R A 1 9 0 0 0  M a ste r  T he sis 0 1 . 0 9 . 2 01 2
P a ge 5 1
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
M in n ær me ste  le d e r  e r  ikke  e n  p e r so n j e g b e und r e r .
 Sv ær t ue ni g
 De lvi s ue ni g
 Ve r ke n e lle r
 De lvi s e ni g
 Sv ær t e ni g
Time 2 - English
Do  yo u wo r k fo r  a  p r iva te  o r  p ub lic  o r ga niz a tio n?
 P r iva te
 P ub lic
W ha t is t he  siz e  o f t he  o r ga n iz a tio n yo u wo r k fo r ?
 Le s s tha n 5 0  e mp lo ye e s
 M o r e  tha n 1 0 0  e mp lo ye e s
 M o r e  tha n 3 0 0 e mp lo ye e s
 M o r e  tha n 5 0 0 e mp lo ye e s
 M o r e  tha n 1 0 0 0  e mp lo ye e s
Do  yo u wo r k fo r  a n i nte r na tio na l o r ga n iz a tio n?
 Ye s
 No
T he se  6  sta te me nts a r e  a b o ut f e e lin gs o f p r id e  in wo r ki n g wi th,  a nd  a p p r e c ia tio n o f,  the  su p e r viso r .
P le a se  ind ic a te  the  e xte n t to  whic h yo u a gr e e  wit h the  s ta te m e nts o n a  sc a le  fr o m " Str o n gl y
d isa gr e e "  to " Str o ngl y a gr e e " .
I  fe e l a  se n se  o f r e sp e c t fo r  my s up e r viso r .
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  d isa gr e e ,  no r  a gr e e
 Agr e e
 Str o ngl y a gr e e
I  a p p r e c ia te  my sup e r vi so r .
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  d isa gr e e ,  no r  a gr e e
 Agr e e
 Str o ngl y a gr e e
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I  fe e l p r o ud  to  wo r k wit h my s up e r viso r .
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  d isa gr e e ,  no r  a gr e e
 Agr e e
 Str o ngl y a gr e e
M y s up e r viso r  me a n s a  lo t to  me .
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  d isa gr e e ,  no r  a gr e e
 Agr e e
 Str o ngl y a gr e e
I  a m no t r e a ll y a t ta c he d  to  my sup e r vi so r .
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  d isa gr e e ,  no r  a gr e e
 Agr e e
 Str o ngl y a gr e e
I  fe e l little  a d mir a tio n fo r  my sup e r vi so r .
 Str o ngl y d isa gr e e
 Disa gr e e
 Ne ithe r  d isa gr e e ,  no r  a gr e e
 Agr e e
 Str o ngl y a gr e e
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9.5. Appendix 5 - Cover letters
Time 1 - Norsk
Kj æ re del t aker,
Vi  er t o m ast er gr adsst udent er ved Inst i t ut t et  for Ledel se o g Or gani sasj on v ed
Handel shø yskol en B I, so m  i  sam arbei d m ed dokt o rgradsst i pendi at  R obert  Buch
skal  gj ør e en unde rsøkel s e hvor form ål et  er å kart l egge hv ordan ansat t e opp l ever
rel asj onen m ed d eres næ r m est e l eder, o g hvi l ke ko nsekvenser ul i ke rel asj on er kan
ha.
Vi  håper du som  e r pl ukket  ut  t i l  å del t a er vi l l i g t i l  å set t e av c a 5 m i nut t er t i l  å
f yl l e ut  det  el ekt roni ske s pørreskj em a et  (l enke fi nner du ned e rst  i  denne ep ost en).
Ved å del t a er du o gså m ed i  t rekni ngen av et  500 kroners gav ekort  fr a
Am az on.com .
Del t akel se i  unde rsøkel se n er fri vi l l i g, o g d et  er m ul i g å t rekk e se g n år som  hel st
ut en å gi  en be grunn el se. Al l e oppl ysni n ger vi l  bl i  oppbevart  s t ren gt  fo rt rol i g i
hel e prosj ekt peri od en ve d at  dat aen e kr ypt er es. I t i l egg vi l  al l e pe rsonoppl ysni nger
i  prosj ekt peri oden l a gr es at ski l t  fra svaren e som  gi s i  undersøkel sen, o g al l e  dat a
vi l  sl et t es ved prosj ekt sl ut t  (i nnen 1 m ai   2012). O ppl ysni n gene fra und ersø kel sen
vi l  bl i  behandl et  konfi densi el t  av B Is r epres ent ant , som  er underl a gt  t aush e t spl i kt .
Det  vi l  sam l es i nn grunnl eggende d at a om  de g av t yp en kj ønn, al der o g ans et t el se
i  di n organi sasj on, sam t  di t t  s yn p å forhol det  m el l om  deg o g di n l ed er. Du el l er
di n organi s asj on vi l  i kke på noen m åt e bl i  i dent i fi sert  i  m ast eropp gav en, el l er i
event uel l  annen b ruk el l e r publ i kasj on av denne fo rskni ngen. Al l e oppl ysni nge r
som  sam l es i nn vi l  anon ym i seres.
Det  underr et t es vi der e o m  at  vi  som  forskere e r u nderl a gt  t aushet spl i kt . S am t , at
det t e prosj ekt et  er godkj e nt  av P ersonvernom budet  for forskni n g, Norsk
S am funnsvi t enskapel i g d at at j enest e AS  o g Hand el shø yskol en B I.
Vi  ber de g ve nnl i gst  føl ge de i nst ruksj oner som  bl i r gi t t  underv ei s, m en som
hovedre gel  er di n u m i ddel bare reaksj on på spø rs m ål ene oft e d en ri kt i gst e.  Det  er
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i kke nødvendi g o g sk aff e  t i l  vei e andre oppl ysni n ger enn det  du "ha r i  hodet " for å
svare. Vi  gj ør oppm e rkso m  på at  ut t r ykk et  "l ed er e n" bet e gn er di n næ rm est e
form el l e l ede r i  di n or gan i sasj on.
F or å st a rt e unde rsøkel se n, t r ykk p å l i nken nede rst  i  denne epost en. Und ers øke l sen
vi l  bl i  avsl ut t et  29 . Apri l  2012.
ht t p: / / confi rm i t .bi .no/ wix/ p7442784.aspx
Dersom  du har spø rsm ål , el l er ønsker m e r i nform a sj on om  denne undersøke l sen,
vennl i gst  kont akt  oss vi a e - post :  @ Ada.Kom ani @ st udent .bi .no /  Mari e -
C hri st i ne.Arnhol d@st udent .bi .no
Time 1 - English
Dear p art i ci pant ,
W e are t wo gr aduat e st udent s at  t he Inst i t ut e of Le ade rshi p and Or gani z at i onal
P s ychol o g y at  B I Nor we gi an S chool of M ana ge m ent . In col l abora t i on w i t h P hD
candi dat e R obe rt Bu ch, we a re wo rki ng on a st u d y whi ch ai m s at  i dent i f yi n g how
em pl o ye es ex peri enc e t h ei r rel at i onshi p wi t h t hei r i m m edi at e supervi sor and t he
consequenc es t hese di f fe rent  rel at i onshi ps m i ght  have.
W e hope t hat  you, as  a sel e ct ed pa rt i ci pant , a re wi l l i ng t o set  asi de about  5
m i nut es of you r t i m e t o fi l l  i n t hi s onl i ne quest i onnai re (fi nd l i nk at  t he bott om of
t hi s em ai l ) t o support  our  st ud y. B y pa rt i ci pat i ng ,  yo u al so have t h e ch ance  t o wi n
a 500 - NOK - gi ft  vouche r from Am az on. com .
Your part i ci pat i on i n t he  surve y i s ent i rel y vol un t ar y.  Furt h erm ore,  i t  i s possi bl e
t o wi t hdraw at  an y t i m e wi t hout  ex pl anat i on . Al l i nform at i on gi ven i s en cr ypt ed
and kept  st ri ct l y con fi den t i al t hroughout  t he proj ec t  peri od . Moreover, al l personal
da t a i s st or ed sep ar at el y from t h e r esponses gi v en i n t he  surve y and al l  dat a  i s
del et ed at  t he end of t h e  proj ect pe ri od ( b y Ma y 11t h , 2012). The quest i onnai re
i nqui res basi c d at a abou t  yours el f, for i nst an ce gend er, a ge,  and em pl o ym ent  i n
yo ur or gani z at i on , as wel l  as dat a about  you r vi ew  of t he rel at i onshi p bet ween you
and your m an a ge r .  N ei t her you no r your o r gani z at i on wi l l  be i n a n y wa y
i dent i fi ed i n our Mast e r  t hesi s or an y ot he r use  or publ i cat i on of t hi s r esear ch,
si nce al l  i nform at i on col l ect ed i s a non ym i sed.
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W e, as rese ar chers, are  al so subj ect  t o ful l  di scret i on. Furt he rm ore, t hi s r es earch  i s
approved b y t h e P ri vac y Om budsm an for R ese arch, Norw e gi an S oci al  S ci ence
Dat a S ervi c es and B I No rwe gi an S chool  of M ana gem ent .
W e ask you ki ndl y t o fol l ow t he i nst ruct i ons gi ven al ong t he wa y. Howe ver, i n
gen eral ,  your i m m edi at e  react i on t o a qu est i on i s oft en t he m ost  co rre ct . W hat  you
“have in your head” is fully sufficient to respond to the questions in the survey.
Please note that the term "leader” refers to yo ur ne arest  form al  l e ade r  i n your
organi z at i on.
To st art  t he surve y, cl i ck on t he l i nk bel ow. The su rve y wi l l  be cl osed on A pri l  t he
29 t h 2012
ht t p: / / confi rm i t .bi .no/ wix/ p7442784.aspx
If  you have qu est i ons re gardi ng t h e surve y o r want  m ore i nform at i on about  t he
proj ect , pl eas e cont act  us  vi a e - m ai l :  @ Ada.Kom ani @st udent .bi .no / Mari e -
C hri st i ne.Arnhol d@st udent .bi .no
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Time 2 - Norsk
Kj æ re del t aker !
Her kom m er andre o g si s t e del av undersøk el sen v edrørend e hvorda n ansat t e
oppl ever r el asj onen m ed deres næ rm est e l ed er, o g hvi l ke konsekvenser ul i k e
rel asj oner k an ha. Først  o g f rem st  vi l  vi  t akke for d i n del t akel se i  undersøkel sen så
l angt . Vi  gj ør oppm e rksom  på at  det  er svæ rt  av gj ør ende at  du som  ha r del t at t
t i dl i gere, o gs å del t ar p å d enne del en av undersøk el sen. Del t akel se i  b e gge
undersøkel sen e vi l  gi  de g m ul i ghet en t i l  å vi nne en  500 kroner Am az on gav ekort .
For at  di t t  bi dra g skal  t el l e er det  al t så nødvendi g a t  du også sva rer p å denn e  del en
av undersøkel s en.
Denne si st e del en h ar fæ r re spørsm ål , o g vi l  derm e d væ re raske re å f yl l e ut  enn
den først e. D et  er fri vi l l i g å d el t a. S varen e som  d u gi r vi l  si kres ful l
konfi densi al i t et , og v erke n du sel v, di n l eder el l er avdel i ng vi l  på no en m åt e bl i
i dent i fi sert . Det t e prosj ek t et  er godkj ent  av P erson vernom budet  for forskni ng,
Norsk S am funnsvi t enska pel i g dat at j enest e o g H an del shø yskol en B I.
Dersom  du har spø rsm ål , el l er ønsker m e r i nform a sj on om  denne undersøke l sen,
kan du kont akt e oss vi a e - post :  @ Ada.Kom ani @s t udent .bi .no /  Mari e -
C hri st i ne.Arnhol d@st udent .bi .no
Time 2 - English
Dear p art i ci pant !
Thi s i s t he second and l a st  surve y wi t hi n t he st udy r e gardi n g t he m ana gem ent -
em pl o ye e - r el at i onshi p.
Fi rst  and for em ost , we t h ank you for pa rt i ci pat i ng i n t hi s research so far. P l ease
not e t hat  i t  i s ver y cruci al  t hat  you who h ave pa rt i c i pat ed previ ousl y al so
part i ci pat e i n t hi s part  of t he surv e y. Fo r your cont ri but i on t o count , i t  i s necessar y
t hat  you al so r espond t o t hi s part  of t he surve y.
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Thi s l ast  sect i on has few er quest i ons, t here fore re qui res l ess t i m e t o answe r t han
t he fi rst . Your pa rt i ci pat i on i s vol unt ar y. The ans wers you gi ve a re c om pl et el y
confi dent i al . Nei t he r you  yours el f nor your com pa n y or m a na ge r wi l l  be i dent i fi ed
at  an y poi nt  i n t i m e. Thi s resea rch proj ect  i s appro ved b y t h e P ri vac y Om bu dsm an
for R esea rch, No rwe gi an  S oci al  S ci ence D at a S er vi ces, and B I Nor we gi an S chool
of Ma na gem ent .
If  you have qu est i ons or want  m ore i nform at i on a bout  t hi s surve y, pl eas e c ont act
us vi a e - m ai l :  @ Ada.Ko m ani @st udent .bi .no /  Mari e -
C hri st i ne.Arnhol d@st udent .bi .no
